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ABSTRACT

Esteem, Why Should We Care?
The Importance of Work-Esteem in Our Field, Our work, and Ourselves
By
Katrina N. Wadsworth
Master of Arts in Interpreting Studies

Esteem is an important part of our lives as human beings both personally, with selfesteem, and professionally, with work-esteem. Work-esteem is important to the work of
interpreters, and it can also affect the work produced by interpreters. Esteem
encompasses a lot of different aspects, but this research on work-esteem focuses on the
theories of Maslow and his hierarchy of needs of motivational theory and Rosenberg’s
self-esteem theory and the corresponding self-esteem scale. The literature review
explores Maslow’s and Rosenberg’s connection to work-esteem, self-esteem’s impact on
work, life experiences impact on esteem, work-esteem as a perception/outcome/or both,
interpersonal relationships and esteem, horizontal violence and esteem, perfectionism and
esteem, imposter syndrome and professional identity, our authenticity and worth—
looking at mental and moral strength, than finally self-care and work-care and moving
forward with improving and balancing our work-esteem and life.
Two questionnaires were sent out the interpreting community: one before doing
four weeks of a variety of activities for development and improvement and then again
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after four weeks. The findings illustrated that by working on one’s work-care and selfcare, the interpreter did indeed increase their work-esteem.

x

CHAPTER 1: INTRODUCTION
Background
Work-esteem has been researched in many other fields under many different
names such as: self-esteem in the workplace (Kennett, 2016), work contingent selfesteem (Kuykendall et al., 2020; Farris et al., 2009), organizational-based self-esteem
(Pierce & Gardner, 2004), contingent self-esteem (Orth & Robins, 2014), but this study is
the first to explore these concepts within the field of interpreting.
I am a master’s student at Western Oregon University in the Interpreting Studies
program. Work-esteem is something that I have struggled with my whole career. That
struggle looks like not having confidence to take a job that I am qualified for, not
believing that I earned my certifications, not accepting praise when I earned it, and
thinking I am a horrible interpreter because outcomes or experiences were negative.
Through the research process, I learned that life experiences are a contributing factor in
having an impact on esteem and I have had a difficult upbringing of abuse. This research
gave me a chance to explore why I, as an interpreter, have lower work-esteem and how I
could possibly improve my work-esteem to make my work stronger and make myself
stronger in the process.
William James was the first person to describe self-esteem saying, “self-esteem is
the sense of positive self-regard that develops when individuals consistently meet or
exceed the important goals in their lives” (Zeigler-Hill, 2013, p. 2). A more current
description is “self-esteem is generally considered to be an evaluative aspect of selfknowledge that reflects the extent to which people like themselves and believe they are
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competent” (Zeigler-Hill, 2013, p. 2). This is a good place to begin when investigating
work-esteem within the American Sign Language/English interpreting field, which is the
focus of this research.
Self-esteem has been studied for decades by many. Rosenberg (1979) was one of
the early voices in this research, stating:
Professional disciplines concerned with human behavior…not only psychology,
sociology and psychiatry, but also education, nutrition, law, social work,
medicine, nursing, political science, communication, athletics, human
development, and many other fields are involved in self-concept research. (p. ix)
This study seeks to include interpreting in that list of professions that research the “self”
in some way.
Interpreters are communication bridges between two or more languages.
Specifically, ASL/English interpreters serve as the communication bridge between the
deaf and hearing world, and they facilitate communication within a given setting. As
Dean and Pollard (2013) stated, “facilitating communication is anything but simple and
straightforward” (p. 2). The job of the interpreter is complex, affecting people’s lives in a
positive or a negative way.
Why should interpreters even care about work-esteem? How can that possibly
affect the work they do? Work-esteem has more of an impact then we may realize. “Work
plays a crucial and unparalleled psychological role in formation of self-esteem, identity,
and a sense of order” (Work in America, as cited by Tharenou, 1979, p. 316). Self-esteem
in the workplace is a crucial part of adult lives, so it is important to take care of workesteem as well as personal self-esteem. Pierce and Gardner (2004) concluded that “work
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is a major life activity that likely has effects on both work-related and global self-esteem”
(p. 599). Therein lies the reason for this research, where work-esteem in the interpreting
field has not yet been explored. The work of the interpreter is different from other
professions that have done studies on work-esteem previously, but all professions share
human involvement and self-involvement.
Work-Esteem is the sense of positive work-regard that develops when individuals
consistently meet or exceeds the important goals in their professional career (modified
from James, 1890 self-esteem definition). Work-esteem is a component of a person’s
work-self that anyone who works needs to consider and improve upon. “Low-selfesteem…seem[s] to inhibit creativity, performance, and effective interpersonal relations
and conflicts resolution at work” (Tharenou, 1979, p. 316). In other words, not only does
work-esteem affect production at work, but it can also affect overall interaction with
others, whether it be positive or negative, and self-perceptions of the role, the team, the
work-environment, and the work accomplished.
Work-esteem is important. Interpreters need to keep a healthy and balanced workesteem to fully interpret to the highest quality of their abilities for those they serve.
“Healthy self-esteem, defined as a realistic appreciation for oneself, is an important
element of psychological and physical health” (Shack et al., 2018, p. 2). A healthy esteem
is balance between both self-esteem and work-esteem. Healthy esteem means one has a
balanced, accurate view of oneself (Mayoclinic, 2020, para. 9). To continue to understand
the concept of balance and how it is used within work-esteem being healthy in esteem is
being grounded within reality, feeling secure and worthwhile, having positive
relationships, feeling confident about one’s abilities, and being open to learning and
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feedback. Being balanced, the interpreter can better acquire and master new skills
(Mayoclinic, 2020). Yes, sometimes work-esteem can get out of balance, but how can
individual interpreters get work-esteem back into a healthy balance? How can individual
interpreters improve work-esteem? A healthy work-esteem “serves as a basis and
motivation for behavior that encodes positive attitudes, perceptions and self-talk, and
provides ways to buffer stress and stabilize oneself in times of intense stress or negative
feedback” (Shack et al., 2018, p. 2). In this research, participants explore the different
ways they each can actively developed their own work-esteem. The results of this
research could contribute ideas to others within the field of how to develop/improve
work-esteem and maximize performance at work.
Statement of the Problem
What is the importance of high-quality interpreting? Dean and Pollard (2013)
stated that interpreters “work amidst the inconsistency and unpredictability of people. We
work with all kinds of people, in all kinds of moods, relating in all kinds of ways, doing
all kinds of things” (p. 72-73). Human lives are messy, beautiful, and everything in
between. Interpreters have a big impact in the lives of other people, through the
communication that is facilitated; that is why it is important to be working at the highest
possible quality. “Low self-esteem individuals experience more uncertainty as to the
correctness of their thoughts, feelings, and behaviors and thus rely more on external cues
to guide them” (Pierce & Gardner, 2004, p. 596). Having uncertainties in thoughts,
feelings and behavior in interpreting could lead to negative outcomes for clients, and
which, in turn, has an impact on work-esteem. Interpreters need to be certain of their
decision-making skills if something comes up in an interpretation or work situation, so
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that they have the tools in place to utilize and handle the messiness of human life. Having
lower self-esteem has negative impact on interpreters, personally as well as
professionally, often leading to “elevated levels of stress and low self-esteem can impact
one’s ability to function, perform, and create” (Shack et al., 2018, p. 2).
Purpose of the Study
The goal of this research is to help bring to light the topic of work-esteem in
ASL/English interpreting and help support others to find ways to develop/improve their
own work-esteem. Fellow interpreters who have low or lower work-esteem could go
through a process of doing different activities that work for them individually, where they
can see a positive impact on their work confidence, work-esteem, and personal selfesteem. There is previous research on self-esteem, work contingent self-esteem, and
improving self-esteem; but not much if any, on self-esteem in the workplace (workesteem) within the field of interpreting and the impact of low work-esteem on the work
interpreters do as a practice profession and a service profession. In the interpreting field,
work-esteem can be seen as the overarching umbrella for the existing research:
confidence (Moore, 2020; Woods, 2019), self-efficacy (O’Bleness, 2019), horizontal
violence (Hill, 2018; Ott, 2012), professional identity (Harwood, 2017) and others, which
touch on an aspect of work-esteem or the effects of low/lower work-esteem. This
research on work-esteem will be utilizing the previous research done in other fields,
applying it to the field of interpreting with the help of the studies already done in the
field, and providing a resource for current and future interpreters.
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Theoretical Framework and Organization
Two main theories that will be applied to work-esteem: Maslow’s hierarchy of
needs motivational theory (with the expansion of Maslow’s theory by Kaufman) and
Rosenberg’s self-esteem theory. Next, I explore how these theories can be applied to
work-esteem and the thought process that connects them to work-esteem within the
interpreting field.
Maslow’s Theory of Hierarchy of Needs Motivational Theory
If anyone has ever taken a high school health class, they might have heard of
Maslow’s hierarchy of needs theory. Health teachers tend to use Maslow’s pyramid to
emphasize the physiological needs: appropriate food, drink, etc. Then the safety needs:
being safe in the home, at school, being safe in actions. Maslow’s theory is based on
human needs that can be shown in a pyramid of levels that shows hierarchy with five or
eight steps.

Figure 1 Maslow's Hierarchy Pyramid
This study relies on the recent versions of the pyramids with eight steps (Figure
1): “Physiological Needs, Safety Needs, Belonging and Love Needs, Esteem Needs,
Cognitive Needs, Aesthetic Needs, Self-Actualization, Transcendence” (McLeod 2020, p.
6

9). With Maslow’s theory, one could argue that the interpreter (new or seasoned) needs to
feel the safety and belonging hierarchy level within the field of interpreting to be able to
get where they can focus on work-esteem or even improving their work-esteem.
“Maslow’s theory is that his hierarchy of needs serves as an organizing framework for
different states of mind—ways of looking at the world and at others” (Kaufman, 2021, p.
xxvii). Humans work with their minds all the time; they never shut down (even in sleep,
minds continue). Therefore, people need minds balanced; being balanced throughout the
different levels of needs throughout the pyramid of Maslow’s, interpreters can work to
the highest quality of their abilities or optimal performance. “Optimal performance is
doing the very best that you can in the moment—whatever that moment might be and
whatever “best” look like” (Diviney, 2020, para. 8), for each individual interpreter.
Maslow believed that “developing a strong sense of self and having one’s basic needs
met—was a crucial step along this path.” (Kaufman, 2021, p. xv). This path is toward
transcendence, which is at the top of Maslow’s hierarchy/pyramid. Transcendence refers
to “an emergent phenomenon resulting from the harmonious integration of one’s whole
self in the service of cultivating the good society” (Kaufman, 2021, p. 218). Kaufman
later expanded and clarified Maslow’s definition of transcendence and having a healthy
one:
Healthy transcendence is not about being outside the whole, or feeling superior to
the whole, but being a harmonious part of the whole of human existence. It’s also
not a level any human ever actually achieves, but is a north star for all humanity.
In a nutshell: healthy transcendence involves harnessing all that you are in the
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service of realizing the best version of yourself so you can help raise the bar for
the whole of humanity. (Kaufman, 2021, p. 218)
Learning and accepting our true selves are a part of the bigger whole of being able to be
the best versions of ourselves both in the interpreting field and in our personal lives.
This research explores the esteem need level that Maslow explored in his theory
and how it is important to our lives both personally and professionally. “Esteem is
necessary for a human to feel functional at their highest level” (Smith, 2017, p. 10).
Esteem is an important part of life and how we function as individuals, either positive or
negative in nature. By using Maslow’s theory, the hope is to prove that lower workesteem can have an impact on the work interpreters produce. Inflated work-esteem can
also cause problems—with connection to horizontal violence. As Baumeister et al. (2003)
stated: for “people with high self-esteem…a blow to their pride they may become
antagonistic and elicit negative reactions. People who have elevated or inflated views of
themselves tend to alienate others” (p. 20). Therefore, it needs to be balanced. Also, by
being proactive and developing skills outside of the actual interpretation work,
interpreters can develop/improve skills and product, thereby increasing work-esteem.
“Maslow acknowledged that not only can our basic needs ebb and flow in salience across
a person’s lifetime, but there can also be significant cultural and individual differences in
the order in which people satisfy their basic needs” (Kaufman, 2021, p. xxix). Each
person is different; they are not the same in their needs, not even identical twins. In the
field of interpreting, often novice interpreters have thoughts where they want to be “like”
this interpreter or that interpreter. I know I did as a novice interpreter and sometimes
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revert back to those thoughts. Finding the best wholeness of self as interpreters and as a
person is what will make our work-esteem and personal self-esteem soar.
Maslow’s Theory Expanded by Kaufman
Kaufman expanded on Maslow’s theory in a way that is modern, relatable to now,
and adding more research to support Maslow’s theory. In Kaufman’s (2021) book,
Transcend: The New Science of Self-Actualization, he stated: “a healthy self-esteem
involves not only liking yourself but also having an overall feeling that you are a
competent human being” (p. 62). In this study, I will be focusing on a part of the
framework level of ‘Esteem’ and looking deeper at how ‘Esteem’ affects the work of
interpreters, how it can affect the field, and the personal and professional impacts.
Throughout this study, it is important to realize that Maslow’s theory “is an ongoing
process and that growth is ‘not a sudden, saltatory phenomenon’ but is often two steps
forward and one step back” (Kaufman, 2021, p. xxvii) process.
Healthy esteem is what the goal is with this research, not only personal selfesteem but professional work-esteem. Kaufman (2021) continued:
The most important attitude we have may be the attitude we have towards
ourselves. A basic sense of self-worth and confidence in the effectiveness of our
actions provides a fundamental foundation of growth. Self-esteem is one of the
strongest correlates of life satisfaction (although the strength of the correlation
differs based on culture), and low self-esteem is one of the biggest risk factors for
depression. (p. 59)
If self-esteem correlates to life satisfaction, then work-esteem would correlate with
work/job satisfaction. Mental health is important, and we need to care not only about our
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physical health but our mental health as well. Low self-esteem is a big risk factor for
depression; depression is a worldwide crippling issue, “among the top three workplace
problems for employee assistance professionals, following only family crisis and
stresses” (Mental Health America, 2022). I struggle with depression, as do many others.
“A healthy self-esteem is an outcome of genuine accomplishment and intimate
connection with others, and of a sense of growing and developing as a whole person”
(Kaufman, 2021, p. 59). This study focuses on work-esteem, but it also encompasses selfesteem to support the person and the interpreter as a whole individual. Kaufman also
stated that when one is solely concerned with self-esteem “relative to other needs, this is
an indication that one’s self-esteem has become unhealthy—highly insecure, unstable,
and highly dependent on the validation of others” (p. 59). Work-esteem should be worked
upon and improved, but there is a balance that is needed to keep esteem in the healthy
realm and not head into the unhealthy. Each interpreter needs to find their own balance of
healthy work-esteem, or esteem in general and balance can look different for every
person.
Rosenberg’s Self-Esteem Theory and Scale
Rosenberg’s Self-Esteem theory and scale is also used throughout this study on
work-esteem. As stated by Rosenberg (1965), “self-esteem is one’s positive or negative
attitude toward oneself and one’s evaluation of one’s own thoughts and feelings overall
in relation to oneself” (Park & Park, 2019, para. 1). The thoughts and feelings of our
work selves is a big part of this research. If self-esteem has a big impact in how
interpreters function, then it stands to reason that it would not be any different when
thinking about a person’s work-esteem. As Rosenberg (1979) stated: “A person may have
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positive or negative feelings toward himself as a whole, and he may also have positive or
negative feelings toward his various traits—his intelligence, helpfulness, athletic skill,
and so on” (p. 33). Interpreters can have positive and negative feelings toward the work
they do, so those feelings and thoughts will definitely have an impact on work-esteem.
“When we are busy doubting ourselves, we deny intuitive and/or inferential” (GibsonBrydon, 2016, p. 41) feelings and thoughts.
Rosenberg’s scale is used in the data collection process; the 10 questions that
make up the scale for figuring out the level of self-esteem of a person were used and
modified for the purpose of finding the level of work-esteem of the person. Rosenberg’s
scale was modified, changing the focus of the questions to be related to the interpreter’s
work and to the field of interpreting. (The original scale and the modified scale can be
found in the appendices). When analyzing the data, the scoring for the scale system that
Rosenberg had used was used in the same matter, having questions that are determined
for a specific score to see the work-esteem level of the interpreter who took the
questionnaires given. The specific results are found in chapter four: results and
discussion.
Definition of Terms
This section defines key terms used throughout this thesis.
Aesthetic Needs: “Appreciation and searching for beauty, balance, form, etc.”
(McLeod, 2020, p. 8).
Balance: Is a healthy esteem, which is balance between both self-esteem and
work-esteem, which is an accurate view of oneself, being grounded within reality, feeling
secure and worthwhile, having positive relationships, feeling confident about abilities,
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and open to learning and feedback, which leads one to be able to better acquire and
master new skills (Mayoclinic, 2020).
Cognitive Needs: “Knowledge and understanding, curiosity, exploration, need for
meaning and predictability” (McLeod, 2020, p. 8).
Contingent Self-Esteem: Self-esteem that revolves around a specific domain in
one's life (e.g., competences in the workplace).
DC-S Analysis: Demand Control-Schema analysis looks at the demands of the
environment, interpersonal, paralinguistic, and intrapersonal aspects within an
interpreting situation. Followed by looking at the controls, how the interpreter responded
or should respond or will respond to specific demands. This tool is used to analyze an
interpreter situation or actions objectively.
Esteem: “How a person relates to their own selves, how they look at their
relationships with the world and most importantly, what they feel about themselves”
(Smith, 2017, p.10).
Horizontal Violence: “Is infighting within a group of people who experience
stress related to powerlessness” (Ott, 2012, p. 11).
ITP: Interpreting Training Program
Maslow Hierarchy of Needs: Levels within the hierarchy—“Physiological Needs,
Safety Needs, Belonging and Love Needs, Esteem Needs, Cognitive Needs, Aesthetic
Needs, Self-Actualization, Transcendence” (Maslow, 1970, as cited in McLeod, 2020, p.
9), and “Maslow’s theory is that his hierarchy of needs serves as an organizing
framework for different states of mind—ways of looking at the world and at others”
(Kaufman, 2021, p. xxvii).
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Organizational-Based Self-Esteem (OBSE): “Organizational based self-esteem
(OBSE) is defined as the degree to which an individual believes him herself to be
capable, significant, and worthy as in organizational member” (Pierce & Gardner, 2004,
p. 593).
Optimal Performance/Highest Quality of Abilities: “Optimal performance is
doing the very best that you can in the moment—whatever that moment might be and
whatever “best” look like” (Diviney, 2020, para. 8).
Rosenberg Self-Esteem Theory: “self-esteem is one’s positive or negative attitude
toward oneself and one’s evaluation of one’s own thoughts and feelings overall in
relation to oneself” (Rosenberg, 1965a, as cited in Park & Park, 2019, para. 1).
Self-Care: “the practice of taking action to preserve or improve one’s own health”
and “the practice of taking an active role in protecting one’s own wellbeing and
happiness, in particular during periods of stress” (Oxford Dictionary, 2022).
Self-Esteem: “self-esteem is the sense of positive self-regard that develops when
individuals consistently meet or exceed the important goals in their lives” (James, 1890,
as cited in Zeigler-Hill, 2013).
Self-Verification Theory: “Self-views play a vital role in organizing reality and
guiding behavior, people are invested in preserving them. To this end, people seek
evaluations that confirm their self-views—even if the self-views (and evaluations that
confirm them) happen to be negative” (cf. Jones, 1973, as cited in Swann et al., 2007,
p. 86).
Significant Others: Mentors, professors, our colleagues, our consumers, etc.

13

Supervision/Reflective Practice: “talking about one’s work with colleagues, in a
structured manner, for the purpose of growth and improvement” (Dean & Pollard, 2013,
p. 141).
Work-Care: “the practice of taking action to preserve or improve one’s own
work/professional health—physical and mental” and “the practice of taking an active role
in one’s own professional development and professional health both mental and
physical—for optimal work performance” (modified from self-care definition above).
Work Contingent Self-Esteem: “exists when one’s global sense of self-worth is
staked to a particular domain, such as one’s successes and failures in that domain
determines one’s global self-worth” (Deci & Ryan, 1995, as cited in Farris, et al., 2009,
p. 3).
Work-Esteem: the sense of positive work-regard that develops when individuals
consistently meet or exceeds the important goals in their professional career (modified
from James, 1890 self-esteem definition).
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CHAPTER 2: LITERATURE REVIEW
The literature review will outline the research related to work-esteem in the field
of interpreting. This chapter also explores research related to how work-esteem affects
the individual interpreter.
Maslow’s Connection to Work-Esteem
There are many resources on Maslow’s theory of hierarchy of need, both written
by Maslow himself and other researchers after Maslow who are reinterpreting, reimaging,
and expanding the original theory. McLeod (2020) described Maslow’s motivational
model of the pyramid with different levels; the focus here will be on the most recent
rendition of his model. The eight levels in this model are physiological needs, safety
needs, belonging and love, esteem needs, cognitive needs, aesthetic needs, selfactualization needs, and transcendence. The first four levels are known as deficiency
needs, which are “motivated by a lack of satisfaction” (Kaufman, 2021, p. xxx), and the
next four levels are growth needs, which are more about “seeing reality more clearly,
growth-wisdom is more about ‘What choices will lead me to greater integration and
wholeness?’” (Kaufman, 2021, p. xxx). Esteem is classified as a deficiency need.
McLeod (2020) stated that “when a deficit need has been ‘more or less’ satisfied it will
go away, and our activities become habitually directed towards meeting the next set of
needs that we have yet to satisfy” (p. 3). That is not to say that an individual need is to be
satisfied in a specific deficiency/growth level to work on another but rather, “we can
work on multiple needs simultaneously” (Kaufman, 2021, p. xxx).
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What does esteem mean, exactly? “Esteem means how a person relates to their
own selves, how they look at their relationship with the world and most importantly, what
they feel about themselves” (Smith, 2017, p. 10). Esteem within the workplace is
important because, like mentioned above, “esteem is necessary for a human to feel
functional at their highest level” (p. 10). Interpreters need to function at their highest
productive ability for the best possible outcome to an interpreting situation. To truly be at
the height of work potential interpreters need “to be willing to take a hard look at
ourselves first” (p. 12), to “be able to help other people” (p. 12); whether it be facilitating
communication, mentoring, working in teams, or being educators, interpreters need to be
the best and balanced selves they can be.
Rosenberg’s Connection to Work-Esteem
Rosenberg’s (1979) work mainly studied and researched the self and self-esteem.
“Self is important to everyone” (p. 13), so the need to nurture the self and make the self a
focus in our lives both personally and professionally is extremely important. To have a
healthy self-esteem, the key is “cultivating genuine relationships, skills, and
competencies so that you can have a healthy pride in your accomplishments” (Kaufman,
2020, p. 78). Cultivating relationships and having skills and competencies in what we do
builds a healthy self-esteem. Work-esteem would work the same way, with relationship
being the community of interpreters in the field of interpreting and those served. Skills
and competencies are needed to have a healthy work-esteem, so interpreters need to
continue taking opportunities for skill building, professional development, working
toward new credentials, anything to have a balanced and healthy work-esteem.
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Rosenberg thought that every individual is born with a certain level of human
potential, and that concept can be applied to an individual’s work potential. Rosenberg
(1979) stated that “every human being has the gift and curse of imagination, the uniquely
human power to imagine himself as other than he is” (p. 40). Authenticity is something
that should be strived for by everyone, and this requires a balanced esteem in every
aspect of life, personal and professional. “Much of human striving is based on the
individual’s effort to convince himself into one of the pictures. Neither the idealized nor
the committed image is the picture of how the individual sees himself but of how he
would like to see himself” (Rosenberg, 1979, p. 40-41). An individual needs to really
look inward to analyze how they feel to truly be able to have a healthy self-esteem and
work-esteem. If one does the work to understand work-esteem and even self-esteem, one
can be more authentic with self and more authentic with the people that are around.
Rosenberg’s theory and self-esteem scale will provide a baseline of current selfesteem/work-esteem levels to begin the work to balance what we feel both personally and
professionally.
Self-Esteem Impact on Work
Next, I explore self-esteem and its impact on the work of the interpreter: whether
that is the work product that interpreters produce, work environment, and even
relationships at work. Pierce and Gardner (2004) highlighted what self-esteem is, quoting
Rosenberg:
Self-esteem refers to an individual’s overall self-evaluation of his/her
competences (Rosenberg, 1965). It is that self-evaluation and descriptive
conceptualization that individuals make and maintain with regards to themselves.
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In this sense, self-esteem is a personal evaluation reflecting what people think of
themselves as individuals. (p. 592)
How does this exactly relate to self-esteem in the workplace? Interpreters evaluate
themselves, their skills, and their interpretations; there are also formal evaluations
through assessments and certifications. Considering the self-esteem definition above and
all the evaluation work that interpreters do and work-esteem can be affected. “Selfesteem is central to the explanation of employee attitudes (e.g., job satisfaction),
motivation, and performance” (Pierce & Gardner, 2004, p. 595).
Organizational-based self-esteem is defined by Pierce and Gardner (2004) as the
degree to which an individual believes him/herself to be capable, significant, and worthy
as an organizational member. Work-esteem is a component of the work-self of an
individual that needs to nurture to think and act as capable, significant, and worthy
members of the interpreting profession. Messages received as interpreters are impactful
to work-esteem, as quoted by Pierce and Gardner (2004): “Another major source for
which self-esteem emerges are the social messages received and internalized that come
from meaningful and significant others” (p. 594). Those significant others within the
workplace are “the role models, teachers, mentors, and those who evaluate the
individual’s work, such as teams, co-workers, mentors, professors, agency owners/hiring
entities, and Deaf consumers. Once these messages are internalized and integrated into
the persons conceptualization of an evaluation of the self, they become a part of the selfconcept” (Pierce & Gardner, 2004, p. 594). From those evaluations from significate
others, interpreters can conceptualize the feedback into successes and failures of the self
and of the work that is produced. Within organizational based self-esteem, those
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successes would increase work-esteem, and failures would result in decreased workesteem. In what ways can interpreters accept failures as learning and growth experiences?
It’s those failures that bring development and improvement, thus they should not be
looked at as negative where it would cause a decrease in work-esteem. Failure ultimately
becomes success.
Self-esteem and work-esteem are directly impacted by the experiences that
individuals have had and those they live daily. The successes and failures are perceived
by individuals where “the impact of past performance (e.g., success and/or failure) on
self-belief depends on the individual’s interpretation of that performance and the
attributions that are made” (Bandura, 1997; as cited in Pierce & Gardner, 2004, p. 594).
Pierce and Gardner (2004) also stated, “we would expect there to be a substantial
relationship between global self-esteem and organizational based self-esteem. After all,
work is a major life activity that likely has an effect on both work related and global selfesteem” (p. 599). As we can see from Pierce and Gardner and many other researchers,
self-esteem has influences on work-esteem and vice versa on self-esteem.
Life Experience Impact on Esteem
Sometimes individuals have life experiences that are out of that person’s control
that impact esteems, such as childhood trauma, abuse, name calling, and much more. For
me, as the researcher, I have added life experience issues that plagued my personal selfesteem, which has an impact on my work-esteem. When children develop, they learn and
pick up on what is going on in their environments. “Persistent fear and anxiety can have
serious consequences on learning, behavior, and health. Repeated exposure to
discrimination, violence, neglect, or abuse can have lifelong consequences; they alter
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connections in area of the developing brain that are particularly sensitive to stress.”
(Kaufman, 2020, p. 10).
Using myself as an example, from a young age I was abused in every way
(emotional, physical, sexual, verbal), and it continued throughout my late teen years.
Upon moving to college, I, along with my brothers, went through the empowering but
terrifying process of court to put our ‘father’ away in prison. Growing up, that was my
life, and it affected me greatly and how I view myself, but my view of myself was not
clear or accurate in any way. I was taught untruths about myself and needed to relearn my
worth and value to improve my esteems. “Early childhood experiences need not have a
lasting effect; responses can change for the better over time. Our working models can
evolve and change in response to our own personal growth, as well as the sensitivity and
availability of our partners” (Kaufman, 2020, p. 23). I have changed and evolved as time
passes. My childhood is part of me and does have an impact on some facets of my life
personally and professionally, but I choose not to have it define me and be all of who I
am.
Education has been a huge part of where I am currently in my life. As Kaufman
(2020) stated: “One of the most important paths to upward social mobility and possibility
in life is through education” (p. 29). Education is an important tool for bettering the self,
both with self-esteem and work-esteem. Everyone has a different background; this one
happens to be mine. I share this not to be felt sorry for or pitied; I share this background
to let readers know who might have similar backgrounds or other situations that have
happened or are happening that there are ways out and ways to rise above and improve
your esteem and your situation. For those similar to me, during this research journey, one
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fact that I read made me more hopeful for more growth and development in my future
and I hope it can do the same for you: “Many individuals with maltreatment-related brain
adaptations are highly resilient individuals and are able to recruit other psychological and
environmental resources (e.g., perseverance, social support, or community resources) that
allow them to be resilient in the face of stress” (Kaufman, 2020, p. 26). We all can be
resilient and have tools and resources available to better our self-esteem and work-esteem
both.
Work-Esteem: Perception, Outcome, or Both?
Researchers (Farris et al., 2009; Pierce & Gardner, 2004) concluded that esteem
of a person is how they perceive themselves. Other researchers (Kuykendall et al., 2018;
Orth & Robins, 2014) believe it is the outcome of certain happenings or events in a
person’s life. All the research points that the impact to esteem—in this case workesteem—is both perception and outcome based when it impacts the ebbs and flows of the
interpreter’s work-esteem. Interpreters put great stakes into work because they are so
connected to the work, physically and mentally.
Contingent self-esteem is contingent on a specific domain in one’s life. It “exists
when one’s global sense of self-worth is staked to a particular domain (e.g., competence
in the workplace), such that one’s successes and failures in that domain determine one’s
global self-worth (Farris et al., 2009, p. 3). A person’s self-esteem within the workplace
can be connected to the successes and failures that one experiences in their work domain.
Is esteem an outcome of the experience or is it the perceived successes or failures by the
person that affect our work-esteem? “A contingency of self-worth is a domain or
category of outcomes on which a person has staked his/her self-esteem, so that person’s
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view of his/her value or worth depends on perceived successes or failures or adherence to
self-standards in that domain” (Ferris et al., 2009, p. 6). Perception or outcome? Or a
little bit of both?
Perception
Do perceptions of others affect views and thoughts of others within situations or
work settings? Our perceptions of others can influence our interactions with others; that
may even lead to prejudgments to happen or other horizontal violence behaviors to start.
Also, perception of others does have an impact on interactions with those we work with:
“Self-esteem is literally defined by how much value people place on themselves. It is the
evaluative component of self-knowledge” (Baumeister et al., 2003, p. 2). The authors
also stated that “self-esteem is a perception rather than reality” (p. 2). Work-esteem is
how one perceives the work; it is not the reality of how one performed, but how the
interpreter perceived the work. Work-esteem is the perception of the interpreter; either
perceiving themselves to have a low or a high work-esteem; it may not be the true reality
of what is produced.
Does this really matter? In the article, Do People’s Self-Views Matter? SelfConcept and Self-Esteem in Everyday Life, Swann (2007) discussed self-verification
theory, which “assumes that because self-views play a vital role in organizing reality and
guiding behavior, people are invested in preserving them. To this end, people seek
evaluations that confirm their self-views—even if the self-views (and evaluations that
confirm them) happen to be negative” (p. 86). Although self-verification is not used to
help support the work-esteem theory, it would be a good theory to use to explore why
interpreters may seek validation of their work. Just about everything about the
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interpreter’s role requires seeking evaluation and feedback from others; it is part of the
work. A low work-esteem or view of oneself as an interpreter can affect how feedback
and evaluation are given or received, not only in self-assessment but to other interpreters.
Interpreters often are their own worst critics; they must remember that feedback and
evaluations are tools to help improve the work; it also informs the positive aspects of the
work as well. When we improve our work, we improve our work-esteem.
When work is perceived as “bad,” feelings of shame and doubt come with that
perception. That perception does go to the core of work-esteem and ultimately affects
personal self-esteem. “A person’s view of his/her value or worth depends on perceived
successes and failures” (Farris et al., 2009). Having the ability to do activities or develop
a plan to improve the work of interpreters and improve their esteems both inside and
outside of the work setting, so not to damage the esteems more is needed.
Maffia (2014) quoted Covey: “We see the world, not as it is, but as we are or, as
we are conditioned to see it…which means that our single perspective is limited, but with
multiple perspectives we can have a better idea of how things truly are” (p. 16). Working
with mainly the interpreter’s perspective of themselves and their work, reaching out to
other interpreters is a tool that could be utilized more often. When others share their
feedback, it is hard for some interpreters to accept the feedback given and make the
changes needed. The feedback given by others when nonevaluative and nonjudgmental,
that is the “multiple perspective” others can see the interpreter in a clearer perspective,
and it helps get a better understanding of the work. Supervision or reflective practice is
just one tool a person could go through to get those “multiple perspectives,” to gain a
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clearer understanding of the situations that have caused stress, struggle, or decrease in
work-esteem.
What is reflective practice or supervision? Reflective practice is “talking about
one’s work with colleagues, in a structured manner, for the purpose of growth and
improvement-is accepted and widespread among the practice professions” (Dean &
Pollard, 2013, p. 141). In supervision or reflective practice, interpreters can learn and
grow from those around them, and “these conversations will lead to new knowledge. The
product of your conversations about interpreting practice, regardless of where you are in
your interpreting career, will lead to new knowledge, honed skill sets, and of course,
more effective practice” (Dean & Pollard, 2013, p. 139). The tools to improve workesteem are all around; supervision is just one of the main options for work-care.
Outcome
Outcome is the result of a work situation; either negative or positive or outcome
of interpretation that was successful or unsuccessful. Baumeister et al. (2003) shared that
“self-esteem [is] an outcome rather than a cause” (p. 11). By participating in different
activities to better improve work-esteem—such as supervision, DC-S analysis of the
work, journaling, meditation, work assessments, and so on—one can gain the outcome of
better self-esteem and work-esteem.
Orth and Robins (2014) expanded on this concept: “although we now have
relatively strong evidence that self-esteem influences life outcomes…the evidence on the
causes of self-esteem is still limited” (p. 385). Even though the cause of self-esteem has
not been researched in depth, Orth and Robins suggested that evidence shows that selfesteem is influenced by life outcomes. That would apply to work-esteem as well: If life
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outcomes affected self-esteem, work outcomes would influence work-esteem. The focus
is improving the work and having better outcomes because of the work put into
improving, then work-esteem would increase if the outcome was positive. One outcome
of the things done to improve interpreting work and skills will be improved workesteem.
In connecting this outcome concept to work-esteem, interpreters have to feel and
believe that we are good enough to do this job. Interpreters assess their skills and accept
what feedback others give because that provides an opportunity to work on those skills to
feel better about them, with the outcome being improved work-esteem with more balance
achieved as an interpreter. Evidence suggests “that self-esteem is consequential for
individual success in domains such as relationships, work, and health” (Orth & Robins,
2014, p. 385). Success in the work is important and consequential for work-esteem as
interpreters within the field. In being proactive about improving the areas that are causing
a decrease in work-esteem and making them better, there will be more positive outcomes
verses feelings of failures in the work. This will increase work-esteem and everything
that is impacted by work-esteem.
Perception and Outcome
This section has explored perception and outcome separately, but self-esteem and
work-esteem are impacted by both perception and outcome. This includes perception of
how we work, how others work, how we see ourselves and others, the feedback and
assessments we get back and outcome of the situation, work product and the impact we
have on a situation. Are perception and outcome more intertwined than separate? It seems
so, especially for interpreters who are their work and job. Woods (2019) stated that
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“confidence and self-esteem are intertwined within each other” (p. 8). When an
interpreter works on and improves their work-esteem, it increases; then they will have
more confidence in the work they do. The outcome of improvement in our work is
increased confidence, and thus our perception of ourselves and the work that is produced
is increased as well. Woods talked about self-esteem and confidence being intertwined,
and the same can be said for perception and outcome impacting the work of interpreters
and the work-esteem they have. Woods also shared that “Lack of confidence hinders their
ability to acquire new knowledge and face difficult situations” (p. 8). In other words, if
our perception lacks confidence for the work we do in a negative manner, then the
outcome of our work would lack confidence also causing a deficiency of work-esteem.
Having the lack of work-esteem, the interpreter may not be able to fully gain new
knowledge and have a difficult time facing harder situations in the work that is
accomplished. If we can’t gain new knowledge, the processing of information might
cause challenges in comprehension and producing the message. When difficult situations
come and we face them and then perceive them to be a “bad” or “negative” outcome,
work-esteem will suffer. If interpreters don’t have a strategy, or other tools in place to
improve work-esteem and self-esteem, they can end up with burnout, injury, or several
other issues. “Interpreters do not always have the tools to handle vulnerability and shame
or interpersonal conflict. Mishandling these feelings can lead to burnout, hiding in the
shadows, and limiting their experiences” (Hill, 2018, p. 6). Providing tools in a welldeveloped “toolbox” may prevent damaging esteems both personally and professionally.
The “toolbox” is individual to every interpreter, but that doesn’t mean other interpreters
cannot be involved in developing the tools that can be utilized for growth.
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Interpersonal Relationships and Esteem
How do interpersonal relationships impact self-esteem or even work-esteem?
How the interpreter feels about themselves can radiate from the interpreter outwards and
have an impact on the situation and the relationship. Stated earlier, “low-self-esteem
seems to inhibit…effective interpersonal relations and conflict resolution at work”
(Tharenou, 1973, p. 316). Relationships are important in one’s life both personally and
professionally. Interpreters work with people every day, all day. The relationships they
hold shape who they are in a way, not only as interpreters with the mentors, teachers,
teams, and others that help them grow and find the way within the interpreting field, but
those in personal life as well. “Another major sphere of life activity is interpersonal
relations. The apparent failure of self-esteem to contribute directly to improvement in
academic and job performance world easily be offset if self-esteem helped people to get
along better with others” (Baumeister et al., 2003, p. 15). Humanity is one of the many
species within the animal kingdom that is made to be social and have various kinds of
interpersonal relationships.
Interpreters practice within the field of communication. Communication is how
humans interact with one another, whether verbal/visual communication and nonverbal
communication. A lot can be said with just body language through micro and macro
expressions and other cues. Being aware of all the communication produced in
interpretations—and just in general everyday conversations—is important. “The ability to
be civil with colleagues and communicate interpersonally in a way that shows respect and
curiosity about team members is paramount to a healthy morale, and others would agree”
(Hewlett, 2013, p. 12). The types of communication that can affect work-esteem can be
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feedback, evaluations, and/or assessment; these are just a few that interpreters receive.
Hewlett (2013) said it best: “Encouraging feedback refers to the way in which somebody
shares constructive feedback. If it is not hurtful, but motivating, that can be viewed as
being encouraging feedback” (p. 19). Within interpersonal relationships, it is important to
figure out if we are being motivational and uplifting or tearing down and damaging to
another’s work-esteem or even if it is being done to us by others or even ourselves.
Having a balanced esteem (personal-self and professional-work) might very well combat
the tearing down and damage that might occur to ourselves, which in turn might lessen
horizontal violence in the field, burnout, injury, and anything else that comes up within
regard to our esteem.
In Maslow’s theory, the hierarchy level below esteem needs is the belonging and
love needs. We need to find the love and belonging that is there for us, finding love for
ourselves and finding belonging within the community we feel connected to is important
to fully access esteem level and increase it. To find or realize our worth and recognize
our place in the community and within ourselves is something worth working toward and
holding onto. Brown (2010) stated, “nurturing the connection and sense of belonging…
can only happen when we believe that we are enough” (p. 50). When interpreters nurture
the relationship and connections within the interpreting field, they can start feeling good
enough within the communities they are developing around themselves. Connection is
only part of it. We need to feel we are good enough to ourselves. If we don’t feel that, we
can’t feel that in a larger group. Working on and improving work-esteem and self-esteem
will foster the feeling of being good enough. “Staying vulnerable is a risk we have to take
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if we want to experience connection” (Brown, 2010, p. 53). Let’s be vulnerable with
others, but also be vulnerable with ourselves.
Horizontal Violence and Esteem
Work-esteem plays a big part in how work is produced and how interpreters
approach their work situations in interpreting. “One contributing factor to increase
anxiety and depression that interpreters encounter is horizontal violence” (Chin, 2019, p.
10). In addition to increased anxiety and depression, there is decreased work-esteem as a
result horizontal violence. Horizontal violence is a big issue within the field of
interpreting, and a balanced work-esteem can help the resolution of horizontal violence.
Balance in work-esteem can prevent many different issues that might come up for
interpreters. People having lower work-esteem will need more validation and support
from those around them, and people with high work-esteem that is destructive can cause
horizontal violence toward those who might be lower in esteem and comfortability within
themselves; the cycle keeps going. “Female dominated fields are more likely to
perpetrate horizontal violence because of the unconscious experience of oppression” (Ott,
2012, p. 20). As a female-dominated profession, interpreters need to be consciously
aware to prevent or avoid perpetrating horizontal violence and break that continuous
cycle.
One of the groups within the interpreting field that might be more affected with
horizontal violence are novice interpreters. Seasoned interpreters need to be supportive to
novice interpreters without any prejudgments. Novice interpreters are still learning the
craft of interpreting, as are we all. “Students can feel mediocre, unqualified, incompetent,
and even stupid. These feelings will often transcend their academic work, professional
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jobs, leadership roles, and even their personal lives” (Hoang, 2013, p. 43). We will never
stop learning, so why judge other skills in a negative, non-motivational way? There are
ways to give feedback to those we work with that can be motivational and helpful for
improvement to take place. When impacts happen to our esteems, tools need to be
available to objectively look and digest the feedback that is received, for those tools to
give some protection to both self-esteem and work-esteem. However, most often it
damages both. Also, interpreters need to be open and accepting of feedback that others
give. “Stress occurs when employees are over-sensitive to the low status of their
profession, especially when there is a perceived gap between low social status and
employees’ own image of their work as important” (Gavish & Freedman, 2011, as cited
in Ott, 2012, p. 21-22).
The gap between graduating from ITP and truly being work ready is an issue and
has been studied in our field. Lovercheck (2018) concluded that “there is a gap in the
continuum of interpreter education leaving stakeholders unable to achieve competence in
the field” (p. 9). Having competencies in the field is one of the elements of esteem, and
improving it is a must. This means helping the gap within the field get smaller and close
in whatever way we can. The interpreting community needs to foster interpersonal
relationships between all interpreters, but specifically with the relationship between
novice interpreters and seasoned interpreters. There is no room for horizontal violence in
building the community, building relationships and within the field in general. We do not
know people’s background or struggles, so why add to them with horizontal violence and
bring down their work-esteem or their self-esteem. Those who are victims of horizontal
violence should stand up for themselves and protect themselves from being someone
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else’s target. “It’s difficult to accept people when they are hurting us or taking advantage
of us or walking all over us…if we really want to practice compassion, we have to start
by setting boundaries and holding people accountable for their behavior” (Brown, 2010,
p. 17).
Perfection—the LIE—and Esteem
Perfection is nothing more than a lie and an unattainable standard that can’t be
reached. If perfection is what interpreters strive for—they are setting themselves up for a
negative impact on their work-esteem. Woods (2019) quoted Humphrey and Alcorn
(2007): “Remember: You will stumble and fall—’To err is human’...Give yourself time;
just remember that to grow, you must learn from your mistakes you made” (p. 12-13). It
is okay to make mistakes and not be “perfect.” Mistakes can be managed with tools the
interpreter has to fix them, learn from them, and move on from them. In ITPs, with
mentoring, professional development, and other opportunities where we are learning is
where we need to not be afraid of making mistakes. So, when we are interpreting the
mistakes can be less impactful and potentially harmful. Remember: failures can
ultimately become successes.
Quindlen (2005) stated, “the thing that is really hard, and really amazing, is giving
up on being perfect and beginning the work of becoming yourself” (as cited in Brown,
2010, p. 55). Instead of striving for perfection, strive for imperfection and authenticity to
be the best, personally and professionally, as possible. Understanding and improving
work-esteem will create a sense of identity as a professional in the interpreting field, even
where we might want to go within the field. Perfectionism is a false expectation of
ourselves that we try to achieve within our interpreting work; it is an unattainable
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expectation that no one can achieve in any profession within this world, no matter how
hard one tries. “Perfectionism is not self-improvement” (Brown, 2010, p. 56). Once we
stop striving for that perfectionism in our work we can really develop as interpreters and
as the messy human beings that we are.
“Where perfectionism exists, shame is always lurking. In fact, shame is the
birthplace of perfectionism” (Brown, 2010, p. 55). With such high standards set with
perfectionism, we will always fall short and will always lose, whether that be our esteems
or our true authentic selves or, in some very horrible cases, even our lives. “Perfectionism
is not the same thing as striving to be your best. Perfectionism is not about healthy
achievement and growth…healthy striving is self-focused—how can I improve?
Perfectionism is other-focused—what will they think?” (Brown, 2010, p. 56). So many
struggles with this idea of being “perfect,” and there is no such thing. In the realistic
world, perfection is often shown as body frame, looks, car, house, family; but none of
that makes anyone better than another person. Within the field of interpreting, interpreters
may strive for a “perfect” interpretation, the “perfect” client, the “perfect” team, the
“perfect” work outcome. What make them perfect? Or make them awesomely imperfect
to the point where a “healthy achievement and growth” is accomplished? “We’re human
and so beautifully imperfect, we get to practice using our tools on a daily basis” (Brown,
2010, p. 2). With anything in life, practice is a big part of mastering something.
Mastering is the goal, not perfecting. Mastering the art of interpreting takes practice,
time, dedication, and patience—patience with others, with our work, and most of all with
ourselves. “The dig-deep button is a secret level of pushing through when we’re
exhausted and overwhelmed, and when there’s too much to do and too little time for self-
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care” (Brown, 2010, p. 3). Brown introduced “DIG” as a way to replace the idea of just
“pushing through”: “Deliberate in their thoughts and behaviors through prayer,
mediation, or simply setting their intentions, Inspired to make new and different choices,
Going. They take action” (Brown, 2010, p. 4). Interpreters get a shovel and DIG that
metaphoric hole for the work that needs to happen when mastering the art of interpreting.
When interpreters continue to work on mastering interpreting with self-care and workcare it will bring some balanced to work-esteem. The need to be balanced and functional
individuals in both personal life and professional life; there is a need to care for both
esteems.
Imposter Syndrome and Professional Identity
Increasing work-esteem can be extremely hard when the interpreter feels like a
fraud or a fake within their own skin. “People with imposter syndrome under-value and
under-appreciate their own skills, talents, and values—especially in comparison to what
the outside world sees” (Hunt, 2020, p. 22). How can we combat our inner imposter
syndrome? By developing a plan of action, developing new habits, and being authentic
with ourselves and others. “Developing new habits and changing old habits is hard work.
When we try, human adaptation and evolution are working against us. Humans are
programmed to avoid change” (Hunt, 2020, p. 263). With imposter syndrome, we are
rarely ourselves with others, sometimes even with ourselves we don’t show our authentic
self (Hunt, 2020). Maybe that is a place to start: figuring out who we truly are as
individuals and as professional interpreters within our field. Our brain is a powerful
muscle, and like any muscle it needs to be worked out and exercised to become stronger.
“Visualization and positive imagery are incredibly powerful and are proven to enhance
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well-being, self-efficacy, and happiness” (Hunt, 2020, p. 56). Interpreters need to develop
a plan of implementation to increase their work-esteem and everything that can fall under
it such as the impacts that come with imposter syndrome. “People who explicitly
formulate a plan for implementation have better success rate for accomplishing change”
(Hunt, 2020, p. 272).
Finding ourselves is important and we need to know our identities that make up
who we are as individuals and interpreters. “Without a stable sense of self, an individual
may struggle to face everyday challenges of the vocation and may further struggle to
develop their professional identity” (Harwood, 2017, p. 20). We need to know ourselves
so we can better develop our esteems, both personal and professional. We can do that by
putting in the hard work needed to make important changes in our lives and careers. “An
individual successfully develops a professional identity, when they have been provided
with opportunities to successfully engage in the work, to develop their professional
confidence, and explore their own self-efficacy, self-concept, and professional identity”
(Harwood, 2017, p. 26). Interpreters, it’s time to roll up those solid-color sleeves and get
to work developing a much-needed plan to develop our sense of self.
Our Authenticity and Worth
Who are we? Or even more personal, who am I, individually? These are questions
that some of us have struggled with and still do in adulthood. Being true or authentic to
oneself is extremely important, and we need to know who we truly are for ourselves so
we can be real with those we interact with in our day-to-day life personally and
professionally. Knowing who we are as interpreters and human beings helps us have a
solid foundation for our esteems. Being real builds trust, comradery, and healthy
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interpersonal relationships in both work and personal lives. Trust also builds confidence
between colleagues and, most important, those for whom we are interpreting. Good
trusting relationships build a supportive environment within the work and the community
being served. In our work as interpreters, we take on the roles of different people at every
assignment; but just like actors in a play, we need to have a real authentic self, and
sometimes our real selves can be lost. As interpreters the job is to communicate others’
messages. The job requires disconnection from our authentic self so that others’ messages
can be heard and understood. Disconnection is different from neutrality. We never
disconnect from who we are, we are neutral in interpreting settings. If disconnection for
our authentic self-took place, we wouldn’t have a problem with vicarious trauma as
interpreters which affects both self-esteem and work-esteem. As Brown (2010) stated,
“authenticity isn’t always the safe option. Sometimes choosing being real over being
liked is all about playing it unsafe. It means stepping out of our comfort zone” (p. 52). It
is hard to be real and do what isn’t the “safe option” as Brown stated. The comfort zone
is a nice place to be, but at what cost is the comfort zone a nice place? “Practicing
authenticity can feel like a daunting choice—there’s risk involved in putting your true
self out in the world.” (Brown, 2010, p. 53). Brown continued to explain there is more of
a risk when we hide our true selves and our gift, because they don’t just leave us; they
“likely fester and eat away at our worthiness” (p. 53). Brown also offers a caution about
trading authenticity for the safe choice—“you may experience the following: anxiety,
depression, eating disorders, addiction, rage, blame, resentment and inexplicable grief”
(p. 53). Is experiencing all that worth the safe choice? Or for trading authenticity? Not at
all! “Anxiety, depression, eating disorders, addictions, rage, blame, resentment, and
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inexplicable grief” affect our work-esteem to the extreme and causes horizontal violence
towards others and even ourselves. Let’s not “fake it, ‘till we make it,” which we have
heard millions of times in our training programs and even in the field as working
interpreters. Why fake it? Being our neutral but authentic self we can be better for it.
If the reader of Improved Self-Esteem in Artists After Participating in the
“Building Confidence and Self-Esteem Toolbox Workshop (Shack et al., 2018) replaces
the word “artist” with “interpreter,” the concepts within the article can easily be applied
to ASL/English interpreters. “Performing and creative artists have unique occupational
and lifestyle stresses and challenges that can negatively affect self-esteem. Low selfesteem not only has serious implications for their psychological and physical health, it
can also affect their performance, and creativity” (Shack et al., 2018, p. 1). Interpreters
can do a fair amount of performing during an interpretation to get the message across
accurately; after all we are our craft, just like artists. As Shack et al. (2018) concluded:
“artists’ identities are tightly bound to their artistic discipline and pursuits” (p. 2). For
interpreters, the discipline is the art of interpreting, and pursuits equate to the specific
focus in the interpreting field (e.g., educational, medical, legal, theater/performance,
freelance, VRS/VRI, etc.). Artists “live in a world where comparison, competition, and
perfectionism are widespread (Shack et al., 2018, p. 2). Interpreters live in a world that is
similar to artists, in the way that comparison happens, competition happens, and
perfectionism ideals happens, which causes the stresses and challenges that can come up
within our work and personal lives. We need a plan to improve ourselves and our workesteem to better battle the stresses and challenges that might cause a negative impact on
our esteem. To face these stresses and challenges we need to have courage. “You have to
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be brave with your life so that others can be brave with theirs (Brown, 2010, p. 54).
Brave is “having or showing mental or moral strength to face danger, fear, or difficulty:
having or showing courage” (Merriam-Webster, 2022). “Brave” is comprised of mental
strength and moral strength.
Mental Strength
Clough suggested that “Mental Strength is the capacity of an individual to deal
effectively with stressors, pressures and challenges and perform to the best of their
ability, irrespective of the circumstances in which they find themselves” (Ribeiro, 2022,
para. 6). To have a healthy mental strength is to have a healthy esteem, and, within our
profession, a healthy work-esteem. Mental strength is the results and benefits of our
toolkits being successful when utilizing them in our work. As interpreters, we strive to
perform to the best of our abilities. By continuously working to improve and grow
ourselves, we make the interpreting field better, we make those around us better, and
most of all we make ourselves better. “Building mental strength is fundamental to living
your best life. Just as we go to the gym and lift weights in order to build our physical
muscles, we must also develop our mental health through the use of mental tools and
techniques” (Ribeiro, 2022, para. 7). Also, mental strength helps us enjoy the processes
of improvement of the work and the work life we lead. Let’s work on finding those
mental tools and techniques that work for each of us individually and put them into
practice.
Moral Strength
Moral strength is often interchangeable with moral courage, and moral courage is
connected to different character virtues within a person. “The braver and more persistent
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we become, the more our integrity will increase because we will reach a state of feeling
vital, and this results in being more courageous in character” (Al Taher, 2021, para. 14).
Gaining a healthier moral strength or moral courage can contribute to feeling important in
the work we do as interpreters and within our profession. “You have to take moral
ownership and have a sense of duty, use moral efficacy—which is believing you can do
it—and most importantly, the moral courage to take action,” Sweeney said (Skordas,
2016, para. 4). So being “brave” encompasses so much in our personal life and
professional life, and we need to embrace being brave within all aspects of our lives; that
way we can fully be our authentic selves.
Brené Brown (2010) quoted Margaret Young, saying, “you must first be who you
really are, then do what you really need to do, in order to have what you want” (p. 49).
We are not anyone else, we are ourselves, and as interpreters we need to be authentic in
our work. In the time within the interpreting field, have we ever had the aspiration to be
like an interpreter we have looked up to? I have. However, we will never be them. and
that is a realization we need to be able to accept. But we can be the best us. That is not
saying that aspects of others work that we admire that we cannot incorporate these
aspects into our tool bags and develop those to fit us, our style, and who we are as
interpreters. We need to have a real idea of who we are as interpreters and individuals, so
working on improving our work-esteem is the best way to accept our skills and ourselves
as interpreters. “Authenticity is not something we have or don’t have. It’s a practice--a
conscious choice of how we want to live” (Brown, 2010, p. 49). Practice makes
imperfection and realness. Like stated above that our motto has been “Fake it, ‘til you
make it,” and we have heard and used that phrase many times in our careers and/or even
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our education. But why fake it? We can make it, and we can be real about it. That is
where bravery comes into our careers and our growth in work-esteem and even in our
personal self-esteem. Let’s change that old motto, and let’s brave it, ‘til you make it!
Brown stated that “the idea that we can choose authenticity makes most of us feel
both hopeful and exhausted” (p. 50). Being real and authentic is exhausting but will be
worth it in the end. Authenticity is being real and not a robot when approaching the work
we do. Being real can help us be more open to feedback from others. With low workesteem it seems if we fall, we will die, which it not the case (dramatic emphases added).
We need to be authentic with ourselves just as much as those around us. “Authenticity is
a collection of choices that we have to make every day. It’s about the choice to show up
and be real. The choice to be honest. The choice to let our true selves be seen” (Brown,
2010, p. 49). Let us be seen and show the interpreting world what amazing interpreters
and human beings we are and what we have to contribute.
Self-Care and Work-Care: Moving Forward
In the process of figuring out who we are as both authentic individuals and
interpreters, we need to make a plan for self and work care. Self-care is “the practice of
taking action to preserve or improve one’s own health” or “taking an active role in
protecting one’s own wellbeing and happiness, in particular during periods of stress”
(Oxford Dictionary, 2022). Starting with the oxford dictionary of self-care, I modified it
to create the following definition of work-care. I define work-care as being “the practice
of taking action to preserve or improve one’s own work/professional health—physical
and mental” or “taking on an active role in one’s own professional development,
professional health—both mental and physical. For optimal work performance”. This
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begins with assessments, such as wheel tools for emotions and feelings such as the Junto
Wheel (The Junto Institute, 2022). Chin (2019) stated “The Emotion and Feeling Wheel
acts as a tool to assist with ‘development of self-awareness and emotional intelligence’ so
individuals can better articulate their feelings and mood while also encouraging the
development or strengthening of positive habits” (p. 6). This involves figuring out a
baseline for ourselves and going from there and moving forward. Once we have this
baseline, we can then develop a self-care and work-care plan to improve esteems both
personally and professionally.
Woods (2019) research stated, “The subjective nature of confidence is of a
dynamic character and is highly individualized, based on factors such as one’s
perspective, role, self-esteem, sense of efficacy, sense of self, and experiences related to
the context or setting (p. 7). The pull-out from that was “highly individualized,” because
that is what each interpreter needs when looking at in improving one’s work-esteem, selfesteem, or confidence. This pullout is used to inform my data collection process. What
works for one interpreter may not work for another. There is a need to develop a highly
individualized plan in developing and improving our work-esteem.
Interpreters identify with two parts of themselves: the interpreter/work part and
the person/life part and they need to focus on and improve both to be balanced and stable
within ourselves both physically and mentally. According to Campbell et al. (1996),
“people higher in clarity were higher in self-esteem” (p. 146, as cited in Harwood, 2018,
p. 19). Having a clarity of who we are and what we need physically and mentally within
our work life and personal life will strengthen our esteems for both and bring a healthy
balanced human being overall. We can’t just improve work-esteem and focus on that
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alone; we need to work on both. How can that balance be achieved? When we dwell on
our mistakes it can plague our work-esteem, but when we are proactive with doing
different things to help us improve and grow, we can feel better and have an increase in
our work-esteem, and personal self-esteem. Both self-esteem and work-esteem are
interrelated and need to work on both doing self-care and work-care. By improving our
esteem with a variety of activities they will become habitual and will continue to
improve. Woods (2019), they feel better after they dance; it doesn’t have to be a workrelated activity to improve our esteem. It could be as simple as dancing.
In a research project, Chin (2019) really brought forth support for mental health of
interpreters in their research discussing different ways interpreters can improve mental
health and stated:
Self-care is important for the individual interpreter, but what can interpreters
practice to ensure mental health stability? Interpreters are advised to create
personal self-care plans to maintain self-awareness for their psychological wellbeing, otherwise they become prone to burnout, compassion fatigue, and negative
self-talk. (p. 29-30)
A self-care plan is a must-have to keep up with our “psychological well-being” (i.e.,
work-esteem and self-esteem). “In order to be mentally healthy, we must build up our
mental strength! Mental strength is something that is developed over time by individuals
who choose to make personal development a priority” (Ribeiro, 2022, para. 8). By
making personal and professional development a priority, we can have the balance in our
lives that is needed and longed for. Ribeiro (2022) also stated, “Optimal mental health
helps us to live a life that we love, have meaningful social connections, and positive self-

41

esteem. It also aids in our ability to take risks, try new things, and cope with any difficult
situations that life may throw at us” (para. 8). That is the hope for this research on
esteem, emphasis on work-esteem, to allow interpreters the “permission” to live and be
successful with who we are and the work we do. Within this research, there is an
opportunity for interpreters to make plans by taking the questionnaire and finding a
baseline, with the hope that the plan of action that have been developed and participated
in will improve the work-esteem and overall life quality of the whole person both
professionally and personally. Gaining the from both realms can give us the best quality
of life, health, balance, and happiness within ourselves as unique interpreters and
imperfect, brave, and messy human beings.
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CHAPTER 3: METHODOLOGY
Design
For this research on work-esteem, two questionnaires were developed and were
distributed to the interpreting community: a pre-activities questionnaire (Q1) and a postactivities questionnaire (Q2). Q1 was distributed on the Facebook platform using
different interpreting pages and sent out thought the RID research corner to members.
Originally, there were 19 participants for Q1. Out of the 19, nine returned Q2 after the
four weeks of activities to help improve oneself personally and professionally. Only
participants who completed both questionnaires are included in this analysis. The design
of the study made it challenging to retain participants and relied heavily on their own
willingness to participate and stay engaged in the process over four weeks. The goal was
to distribute the questionnaire and a general list of activities to interpreters for them to
choose to participate. The interpreters who chose to participate could pick from the list
that was provided or choose their own activities and do them over four weeks after taking
Q1. The list that was provided to the participants included:
Supervision, Think-Aloud-Protocol (TAP), Note-taking, Journaling, Debrief
Sessions with Team(s), Receptive skills, Classifier, Vocabulary building (both
English and ASL), Linguistics, Register activities, Fingerspelling, Practice
Interpreting, Self-Evaluation/Assessments of the work, Ethics, Mentoring,
Interpret a Children’s Book, Play with Language, Pro Bono Work, Going for a
walk, Hike, Reflective art, Singing, Dancing, Sports, Swimming, Exercise, Hangout with a support person, Therapy, Make an inspiration board, Make a photo
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wall, Color, Pick a positive quote to start each day, Volunteer, Write a letter to
someone or your future self.
The interpreters who participated in Q1 were instructed to engage in the various
activities throughout the following four weeks. Q2 was then sent out to those participants.
Q2 was slightly modified to reflect on the activities for the past four weeks. The data that
was gathered from both Q1 and Q2 explores whether there is any improvement in the
interpreters’ work-esteem. Q2 also collected the types of activities the interpreters
decided to use to improve their work-esteem. Only a three of the nine participants
submitted a activity log of the activities the participants did over the four weeks. The log
was asked for with the listed activities given in Q1.
Population and/or Sample
The population or sample for this research on work-esteem was any interpreter
working or in an interpreting training program, but those who chose to participate in the
research were all working interpreters. Originally, one of the goals of the research was to
see if location, where the interpreter resided and worked, was a contributing factor in
lower or higher work-esteem; the goal was to see if those who may have felt more
isolated in a rural area still felt supported within the interpreting community as a whole
versus a urban area where the interpreting and Deaf community is more abundant and if it
had an impact of work-esteem. This was addressed within the questionnaires, but
unfortunately location questions did not yield any concrete results that would support the
theory of location (rural, suburban, urban) being a factor in work-esteem. Next is the
separation between working interpreters and interpreting students, since the participants
were all working interpreter, it was not possible to make that comparison. Also, further
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research with looking at esteem within both groups could foster shrinking the gap
between those just graduating from programs interpreters and seasoned working
interpreters. The idea with looking at interpreting students was to see how esteem might
be affected within the program and working in the field for recent graduates. The study
only produced working interpreters as a participant pool.
Data Analysis Procedures
The Rosenberg self-esteem scale was used and modified for this research for the
purpose to measure work-esteem versus self-esteem. The scoring of the scale was kept
the same as the original Rosenberg’s scale. “Scoring: SA=3, A=2, D=1, SD=0. Items
with an asterisk are reversed scored, that is SA=0, A=1, D=2, SD=3. Sum the score for
the 10 items. The higher the score, the higher the self-esteem” (Rosenberg, 1965, p. 1).
The modified work-esteem questions were in both Q1 and Q2, and the results
were measured by calculating the score for each participant in both questionnaires and
comparing the difference from Q1 and Q2. By looking at the difference between the
scores in Q1 and Q2, we would be able to see the increase, decrease, or no change in the
interpreter participant work-esteem. Within the Rosenberg scale the highest score that can
be achieved is a score of 30, which is the same for the modified work-esteem scale.
Other questions were asked and responded to. Questions about location did not
provide enough to support the impact on work-esteem. There were also more thoughtprovoking responses, and scale-related questions related to work-esteem and work as an
interpreter.
Within both Q1 and Q2 the modified Rosenberg scores were compared. These
scale questions have a corresponding pie chart that showed the group of nine participants
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ranges showing the difference between the results in Q1 and Q2 in Figure 2-23. The
results and charts are in the next chapter along the analysis results. Open-ended responses
were analyzed using an open-coding method looking at themes within the participants’
responses to the given questions. The purpose to have open-ended responses along with
the Likert scale questions that were added to the both Q1 and Q2 was to gather more
information and data that would help support the theory of work-esteem.
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CHAPTER 4: RESULTS AND DISCUSSION
Participant Characteristics
There is a large range of professional experience as an interpreter as illustrated in
Figure 2. Responses ranged from zero-one years to 30+ years working as an ASL/English
Interpreter.
Figure 2
Years as an Interpreter

All participants are currently working interpreters active in the field of
interpreting, working in different settings: Aerospace, education, remote, platform,
theater, misc., post-secondary, K-12, religious, VRS, community, legal and live/work in
communities such as: rural, urban, and suburban (33.3% Rural, 33.3% Urban, 33.3%
Suburban) shown in Figure 3 below.
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Figure 3
Interpreter's Community Type

The participants also reside in five different states: California (2), North Carolina
(1), Oregon (3), Virginia (1), Washington (2). The participants are from a diverse
educational background from some college to master’s degree (MFA, MA-interpreting,
MA-Social Work). These participants also hold a variety of certification: NIC, RID-CI,
RID Ed: K-12, RID- CI/CT, NIC-M, SC: L, VQASIII, EIPA scores, and some had no
certification.
Rosenberg’s Work-Esteem Results
The first 10 questions after the initial demographic questions were designed or
modeled after Rosenberg’s self-esteem scale. These questions were modified to reflect
the interpreter and the interpreting profession, and they are the questions that relate to and
show the interpreter’s work-esteem level at the time when Q1 and Q2 were taken by the
participant. This section is focused on the work-esteem results that have come from the
data. The section below are the Rosenberg scale and the scores (See Table 1) from each
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of the nine participants and continues on to the questions and data which are represented
in the Tables and Figures.
Table 1
Rosenberg Work-Esteem Participant Totals
Participant
(P#)
P1
P2
P3
P4
P5
P6
P7
P8
P9

Questionnaire #1 Questionnaire #2
(Q1)
(Q2)
18
28
23
26
16
20
17
18
25
26
27
27
19
24
26
28
26
26

Difference
Q2-Q1=Score
+10
+3
+4
+1
+1
0
+5
+2
0

The tables and charts below are showing the results of the statements that are
modeled after Rosenberg’s scale that were used in the questionnaires. The tables show
the participant’s answers for each question that was being calculated. The Likert scale
consisted of the following answer choices: SA is Strongly Agree, A is Agree, D is
Disagree, SD is Strongly Disagree. The highlighted section(s) within the table shows
participants (P) who have a change from Q1 and Q2. Following the table are pie charts
from Q1 and Q2 to show the total percentage change between the questionnaires.
1. On the whole, I am satisfied with my career as an interpreter.
Table 2 and Figures 4 and 5 show interpreter career satisfaction. These data show
that 44.4% agree, 44.4% strongly agree, and 11.1% disagree. Q2 is after four weeks of
professional development and self-care for personal improvement. The 11.1% that
disagree in Q1 move to the category agree in Q2. For the 11.1% or P4 who started out
not satisfied with their career as an interpreter, after four weeks of implementing a variety
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of activities, their opinion changed, and they became satisfied with their career as an
interpreter. The other participants resulted in no change.
Table 2
Career Satisfaction
Participants P1
A (2)
Q1
A (2)
Q2

P2

P3

SA (3) A (2)
SA (3) A (2)

P4

P5

P6

D (1)
A (2)

A (2)
A (2)

SA (3) A (2)
SA (3) A (2)

P7

P8

P9

SA (3) SA (3)
SA (3) SA (3)

Figure 4
Career Satisfaction (Q1)

Figure 5
Career Satisfaction (Q2)
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2. At times I think I am no good at all as an Interpreter. *
Table 3
Self-Perception of Interpreter Competence
Participants P1
P2
P3
P4
D (2)
D (2)
A (1)
A (1)
Q1
SD
(3)
SD
(3)
SD
(3)
A (1)
Q2

P5

P6

D (2)
SD (3)

SD (3) A (1)
SD (3) D (2)

P7

P8

P9

SD (3) A (1)
SD (3) A (1)

Figure 6
Interpreter Competence (Q1)

Figure 7
Interpreter Competence (Q2)
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In Table 3, five out of nine participants had experienced change from Q1 and Q2.
When interpreting the data, the difference between Figure 6 and Figure 7 is noticed. P1,
P2, and P5, they all moved from D (disagree) to SD (strongly disagree). These three
participants seem to have strengthened their resolve in answering a confident SD from
Q1 and Q2 after the four weeks of activities. P3 and P7 went from A (agree) to D or SD,
a change in their opinion and increase in how they view themselves, which would be an
increase on their work-esteem.
In Q1 with the statement “At times I think I am no good at all as an Interpreter,”
44.4% agreed, 33.3% disagreed, and 22.2% strongly disagreed. In Q2, 22.2% agreed
with this statement—a decrease by 22.2% from the first questionnaire. 11.1% that
disagreed with this statement; also, a decrease by 22.2%. strongly disagree at 66.7%,
increasing by 44.4%. This is a drastic change. When interpreters actively seek out
professional development, having positive relationships within the profession and outside
the profession, self-care, and making those choices can improve not only self-esteem as a
person, but work-esteem as a professional. With a more positive outlook on our career
and life, the profession can be a more positive field to be a part of.
3. As an interpreter I feel that I have many positive qualities.
Table 4
Perceptions of Positive Qualities
Participants P1
P2
P3
A
(2)
SA
(3)
A (2)
Q1
SA (3) SA (3) A (2)
Q2

P4

P5

A (2)
A (2)

SA (3) A (2)
SA (3) A (2)

P6

P7

P8

P9

A (2)
A (2)
SA (3)
SA (3) SA (3) SA (3)
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Figure 8
Interpreter Positive Qualities (Q1)

Figure 9
Interpreter Positive Qualities (Q2)

Table 4 and Figures 8 and 9 demonstrate that 66.7% agreed and 33.3% strongly
agreed in Q1. In Q2, the distribution switched: 66.7% strongly agreed while 33.3%
agreed. This shift in these areas show that after four weeks of activities the interpreters
came back to the questionnaire and confidently could say that they strongly agreed with
the statement of feeling they had many positive qualities. Interpreters increased their
option or resolve on having positive qualities by 33.4%.
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4. I am able to interpret as well as other interpreters.
Table 5
Participant's Skill Compared to Other Interpreters
Participants P1
P2
P3
A (2)
SA (3) A (2)
Q1
SA (3) A (2)
A (2)
Q2

P4

P5

P6

A (2)
A (2)

SA (3) A (2)
SA (3) A (2)

P7

P8

P9

D (1)
A (2)

SA (3) SA (3)
SA (3) SA (3)

Figure 10
Participant's Skill Compared to Others (Q1)

Figure 11
Participant's Skill Compared to Others (Q2)
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In this set of charts (Table 5 and Figures 10 and 11), in Q1 11.1% disagreed with
the statement of being able to interpret as well as other interpreters. In Q2, disagree has
been eliminated from the chart and increasing agree by 11.2 %. It is also worth noting
that the strongly agree percentage did not move, the participants went from A to SA and
SA to A; and the percentage was stable at a 44.4%. In the table, P1 shows a stronger
resolve from Q1 answering A and Q2 answering SA. P2 shows a decrease in resolve with
this statement going from SA to A. P7 changed from D to A, which would be an increase
in work-esteem and how they view themselves.
5. I feel I do not have much to be proud of in my interpreting career. *
Table 6
Feeling Pride in Interpreting Career
Participants P1
P2
P3
D (2)
SD (3) D (2)
Q1
SD (3) SD (3) D (2)
Q2

P4

P5

P6

P7

P8

P9

D (2)
D (2)

D (2)
D (2)

SD (3) SD (3) SD (3) SD (3)
SD (3) SD (3) SD (3) SD (3)

Figure 12
Feeling Pride in Interpreting Career (Q1)
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Figure 13
Feeling Pride in Interpreting Career (Q2)

The next question addressed interpreters not having much pride in their
interpreting career (Table 6 and Figures 11 and 12). The participants were feeling proud
of their work before the study and that feeling remained true and for one participant more
true. This question did not capture esteem as hoped because these participants already felt
quite strongly that they had proud accomplishments.
6. I certainly feel useless at times in my career as an interpreter. *
Table 7
Feeling Useless as an Interpreter
Participants P1
A (1)
Q1
D (2)
Q2

P2

P3

P4

P5

P6

P7

P8

A (1)
D (2)

A (1)
D (2)

D (2)
D (2)

D (2)
D (2)

SD (3) SD (3) SD (3)
SD (3) SD (3) SD (3)

P9
A (1)
A (1)

56

Figure 14
Feeling Useless as an Interpreter (Q1)

Figure 15
Feeling Useless as an Interpreter (Q2)

The next statement was “I certainly feel useless at times in my career as an
interpreter,” and the difference is noteworthy (Table 7 and Figures 14 and 15). Figure 14,
44.4% of interpreters agree with feeling useless at times in their careers, 22.2% that
disagree, and 33.3% strongly disagree. Figure 15, there is a decrease in agree by a
staggering 33.3%, which is a big difference. Those who once agreed they felt useless at
times in their career moved into the category of disagree. Although strongly disagree
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decreased by 11.1%, the majority of interpreters in Q2 disagreed with the statement of
being useless.
7. I feel that I am an interpreter of worth, and on an equal plane as other interpreters.
Table 8
Feelings of Worth and Equality with Other Interpreters
Participants P1
P2
P3
A
(2)
A
(2)
A (2)
Q1
SA (3) SA (3) A (2)
Q2

P4

P5

P6

P7

P8

A (2)
A (2)

SA (3)
SA (3)

A (2)
A (2)

D (1)
SA (3)

A (2)
SA (3)
SA (3) SA (3)

P9

Figure 16
Feelings of Worth and Equality (Q1)

Figure 17
Feelings of Worth and Equality (Q2)
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In Figure 16, 22.2% of the interpreters strongly agreed with the statement, 66.7%
agreed, and 11.1% disagreed. In Figure 17, strongly agreed 66.7% with being an
“interpreter of worth and on equal plan with other interpreters” and 33.3% agreed. For
strongly agreed, there was an increase of 44.5%, meaning that the interpreters could
confidently agree with this statement of being worthy interpreters and on equal plane
with others in the field. Also, the 11.1% that disagreed increased to the strongly agree, as
shown in Table 8 in P7 column. P7 growth and increase is amazing to see just a 4-week
period.
8. I wish I could have more respect for the interpreting work I do. *
This section describes results for the statement “I wish I could have more respect
for the interpreting work I do” (Table 9 and Figures 18 and 19). In Figure 18, 22.2%
strongly agree, 33.3% agree, 22.2% disagree, and 22.2% strongly disagree. In Figure 19,
strongly agree is eliminated and the numbers shift to 33.3% agree (which is the same as
Figure 18), 33.3% disagree, and 33.3% strongly disagree. The interesting part of this
chart is that strongly agree responses has disappeared. This statement implies that the
interpreter would like more respect regarding their interpreting work; 22.2% of the
participants (when taking Q1) were needing that validation from others to the point of
confidently saying they strongly agreed with this statement. In Figure 19, this 22.2%
seems to be split with disagree and strongly disagree, because the agree is the same
percentage in both Figure 18 and 19. This moves the interpreter from strongly agree—or
wanting the validation from others—to disagree and strongly disagree not needing that
validation from others. There is still 33.3% that agrees with this statement for wanting
more respect for their interpreting work. Respect for the interpreting work is important
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when colleagues can give feedback in a productive way and work with each other in a
respectful way; wanting validation from others can harm work-esteem and interpreters
need to be careful in what they are looking for in regard to respect for the interpreting
work.
Table 9
Wish for Greater Respect
Participants P1
P2
P3
P4
A
(1)
SA
(0)
SA
(0)
A (1)
Q1
SD (3) A (1)
A (1)
A (1)
Q2

P5

P6

D (2)
D (2)

SD (3) A (1)
SD (3) D (2)

P7

P8

P9

D (2)
D (2)

SD (3)
SD (3)

Figure 18
Wish for Greater Respect (Q1)
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Figure 19
Wish for Greater Respect (Q2)

9. All in all, I am inclined to feel that I am a lousy interpreter. *
Table 10
Feeling “Lousy” as an Interpreter
Participants P1
P2
P3
D (2)
SD (3) D (2)
Q1
SD (3) SD (3) D (2)
Q2

P4

P5

D (2)
D (2)

SD (3) SD (3) D (2)
SD (3) SD (3) D (2)

P6

P7

P8

P9

D (2)
D (2)

SD (3)
SD (3)

Figure 20
Feeling “Lousy” as an Interpreter (Q1)
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Figure 21
Feeling "Lousy" as an Interpreter (Q2)

There is a similar pattern shown with this statement (Table 10 and Figures 20 and
21). They show the same percentage, which shows an increase with strongly disagree
compared with disagree by 11.2%. Again, after four weeks of the interpreter doing
activities, they came back to Q2 and was able to strongly disagree with the statement and
strengthen the resolve in answering with a SD.
10. I take a positive attitude toward the interpreting work I do.
Table 11
Taking a Positive Attitude toward Interpreting
Participants P1
P2
P3
A
(2)
SA
(3)
A (2)
Q1
SA (3) SA (3) A (2)
Q2

P4

P5

A (2)
A (2)

SA (3) SA (3) SA (3) SA (3) SA (3)
SA (3) SA (3) SA (3) SA (3) SA (3)

P6

P7

P8

P9
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Figure 22
Taking a Positive Attitude toward Interpreting (Q1)

Figure 23
Taking a Positive Attitude toward Interpreting (Q2)

Participants had a very positive attitude towards interpreting so there is little
improvement on this scale question. Interpreters being able to strongly agree on having
“positive attitude towards the work they do” increased by 11.1% and the agree answer
decreased by 11.1% (Table 11 and Figures 22 and 23). This again shows interpreters
moving from the agree category to the strongly agree category and strengthen their
resolved.
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Other Results: Positive Approach to Skills
This section explores statements and questions that were not modified from
Rosenberg’s scale. Most of the results are short answer responses from the participants.
In Figures 24 and 25, interpreters began to feel strongly about their skills in a positive
way increased by 22.2%. These results are a move in the right direction to improving not
only personally and professionally, but also the field of interpreting altogether. Again, all
these changes have been after just a short span of time of four weeks.
Figure 24
Participants’ Sense of Positive Skills (Q1)

Figure 25
Participants’ Sense of Positive Skills (Q2)
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Participant Responses: Disappointment with the Field of Interpreting
The next section describes participant responses to Q#5 from the questionnaires.
Open coding was used to find themes within the responses, which are listed below with
the corresponding highlighting color-code system used.
Question 5: “What, if anything, disappoints you in the field of interpreting?”
Pink highlights: words that connect to work-care such as skills, professional development
attendance issues of the interpreters.
Blue highlights: the word ‘lack’ within the responses.
Yellow highlights: words that are aspects connected to horizontal violence, interpersonal
relationship issues.
Green highlights: words that are work-esteem related issues.
Table 12
Disappointment with the Field of Interpreting
Q1
•

•
•
•

•

•

Inaccuracy, stagnant, lack of self
awareness, lack of desire or motivation
to self assess and improve. Voicing
"um" when it's not in the source
message.
My receptive skills and voicing
Lack of congeniality/trust among
interpreters
A lack of diversity in the profession as
this leaves many Deaf/HH consumers
to work with people who are not
always knowledgeable about some
topics and/or culturally sensitive.
Working in elementary for such a long
time. I feel my skills for interpreting
upper levels of education are lacking. I
tend to compare myself with those
interpreters who have high levels of
language skills both sign and verbal.
lack of understanding of role in
educational interpreting

Q2
•
•

•

•

•

Lack of mutual support
I may not convey the
professionalism and skills of the
adult deaf community when
voicing.
The judgmental view that
interpreters can have about
other interpreters, based on
where they work, for how long,
how they became an interpreter,
etc.
The Horizontal Violence.
Certain workshops can be hard
to get to if they are
predominantly in other states.
The negative view towards
Educational or Religious
interpreters that I have seen
quite often, unfortunately.
Lack of comradery, pretty catty
field.
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•
•

•

Lack of support and respect for
educational interpreters
The Horizonal Violence, the snap
judgements made by other interpreters,
little teaming support when there is a
team, the pettiness that can be rampant
in many areas of the field. Lack of
support in areas of vicarious trauma.
Dealing with spoken language agencies

•

•
•

Cattiness and pulling down
other interpreters in order to
make themselves feel better.
(HV and Esteem)
lack of diversity
In my current setting I feel
disappointed in a lack of work
relationships with other
interpreters and consumers.

Analysis for Question #5
In Table 12, participants described what disappoints them in the field of
interpreting. After reading and analyzing using an open coding method of the responses
from the participants there were specific areas that stood out. Those areas were: workcare, interpersonal relationships, horizontal violence, and work-esteem. The concepts
under each grouped area are the following: work-care—skill development, professional
development attendance hardships, preparation for assignments (lack of); interpersonal
relationships—lack of diversity, lack of support, lack of working relationships, working
with an agency that may lack understanding; horizontal violence—lack of support,
judgmental views, background discrimination, lack of role understanding, negative views
on different areas showing specialty discrimination (i.e., interpreters in education), lack
of teaming support, pettiness; cultural sensitivity (lack of); work-esteem—comparing
self to others, and skill comparisons.
Discussion of Question #5
Work-care is the practice of taking an active role in one’s own professional
development along with professional health (both mental and physical), for optimal work
performance (adapted from the definition of self-care). Within the participants’
responses, work-care came up a few times reflected in the need for skill development,
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professional development, preparation for assignments, motivation/desire to improve. We
can see a lack of work-care or lack of results from work-care, resulting in a frustration
with oneself and one’s skills. That frustration can lead to a decrease in esteem both
professionally and personally. Work-esteem and work-care are individual and need to be
an aspect of work-selves that are actively taken care of, as with self-care and self-esteem.
Interpersonal relationships are important in our work and personal lives.
However, attending workshops (and developing those relationships) are often a hardship
to attend because they are far from where the interpreter resides, even states away at
times. Since the COVID-19 pandemic, there has been more access with Zoom to host and
attend workshops or trainings; what happens when life goes back to a normalcy? Will
Zoom workshops go away where access becomes an issue once again for those not in the
immediate area for populated interpreting community where workshops will be held? Inperson workshops offer the opportunity to develop interpersonal relationships with those
in a specific interpreting community; in some ways, online workshops allow for the
ability in gaining knowledge and training that is needed for the individual more easily
than in-person workshops. Also, online workshops could allow for networking at a wider
scale within the interpreting profession. Interpersonal relationships are important for the
profession and need to be fostered in a positive way; what that looks like is individual to
each interpreter. Both platforms are needed, to continue building the interpreting
communities at the local/statewide level and through the broader interpreting community.
Horizontal violence can have an impact on the interpersonal relationships that
interpreters should be building within the profession or at least striving to build. The
aspects of interpersonal relationships that were discussed by the participants included:
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lack of diversity, lack of support, lack of working relationships, working with agencies
that may lack understanding. Some of those aspects overlap into horizontal violence: lack
of support, judgmental views, background discrimination, lack of role understanding,
negative views on different areas of specialties which can be specialty discrimination
(i.e., interpreters in education), lack of teaming support, and pettiness. Within the plans
that interpreters start to develop for improvement in work-esteem and work-care there
needs to be consideration on the issues within both horizontal violence and interpersonal
relationship areas. Considerations include how to be a positive influence to improve the
horizontal violence and interpersonal relationships in the field and not be a negative
influence.
Work-esteem is ultimately affected by all the above issues, as stated by the
participants of the study. It can be hard to improve oneself without motivation, such as
one participant said: “lack of self-awareness, lack of desire or motivation to self-assess
and improve.” Without a plan of action that fits the individual interpreter’s need, nothing
will change or get better. Work-esteem and even self-esteem issues can lead to
depression, which can be where the lack of desire and motivation for self/work
improvement is streaming from; this is also a sign of burnout. Maybe the plan of action
involves a new path that does not include interpreting or just taking a step back to
reevaluate the wants and goals of the interpreter and why they do what they do. That is
why developing a plan of action is an individual process; only the interpreter/person
knows what they need and can use the reflection tool to help develop a plan that is
needed and can help be a guide when things may seem dark and hard to navigate.
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Relationships throughout our lives have defined us in some way in becoming the
humans we are currently, whether it be in a positive or negative way. Looking at the
disappointing factors from these participants suggests that somewhere along their path
within the interpreting profession they were impacted in a negative way, such as feeling
lack of support, camaraderie between interpreters, being petty, being put down, and
negative views of specific specialties within the field. When relationships suffer,
horizontal violence can result. As the researcher, I am not a stranger to horizontal
violence within the field and tension within the working relationships with other
interpreters. Things within individuals can become unbalanced and make all these
problems much bigger. The word “lacking” or “lack” often refers to skills, relationships,
and horizontal violence. Here are questions to ponder: How were these situations or
similar situations faced or confronted? Were they? Was it perceptions or judgments of
others that decided those areas were lacking? Why are there negative views on specific
specialties within the field (specifically Education)? Money? Skills? Workload? Let’s
change the narrative within our field and make it one with support, comradery, diversity,
cultural sensitivity, specialty respect, work-care, and self-care. We can’t change others,
but we can work on ourselves to be that example to others around us. One light can fill
the room, when without that light, it would be dark.
Participant Responses: Productivity and Work Product
This section compares question #10 and #17 on productivity and work product.
Both productivity and product are defined below, including how it relates to interpreting
and the work of interpreting. Table 13 shows each participants response for Q#10 and
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Q#17, which will be discussed and compared to each other. Within this section the workesteem scores will be referred to as the W.E. score.
Question 10: How do you feel about your work productivity after these 4 weeks?
Productivity is “the quality, state, or fact of being able to generate, create,
enhance, or bring forth goods and services” (Dictionary.com, 2020). Work productivity
within interpreting is the same thing “the quality, state, or fact of being able to generate,
create, enhance, or bring forth” services for those being served, which are the
interpretations that are produced. This question is addressing the whole of the
interpreter’s work throughout the last 4 weeks and how the interpreter felt about what
they accomplished within their work. Most of the responses from participants were
answered with improvement and positivity about their productivity.
Question 17: Do you feel that you improved your work product over the last 4 weeks?
Product is “i) a thing produced by labor ii) the totality of goods or services that a
company makes available; output” (Dictionary.com, 2020). This definition provides two
possible choices that can work for this question and for interpreters’ work product. The
first, “a thing” replaced with ‘an interpretation’ produced by labor/work. The second,
“the totality” can be the completeness of the interpreting situation that the interpreters put
out or produces.
This question is addressing the work product itself of the interpreters. By doing
the activities in the four weeks, did it increase the interpreter’s work product that they
produced within the interpreting settings they work. According to the last question on
productivity, one would assume that interpreters’ work product would have similar
answers reflecting improvement and positive perspective on the work. Five participants
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felt they had little to no change in their work product from when they started this process
of these activities. Within the responses for both Q#10 and Q#17, there are those
responses that mirror the response in both questions, and there were those that were
supporting what was stated in the question before the other.
Looking and analyzing the differences between productivity and product with the
participants and their responses. The underlined word(s)/sections in Table 13 will show
the word that will be analyzed further.
Table 13
Comparing Q#10 and Q#17
Participants Q#10- Productivity
(P#)

Q#17-Product

P1 (18/28)

It's been great

no change

P2 (23/26)

I feel good. It is still crazy being partially
virtual, but I have settled into a routine
and things have been coming together
with assignments. This has been a good
past month!

I do in certain areas.

P3 (16/20)

I noticed a difference on the days when I
took the time to pause and dance versus
when I did not. It was easier for me to
stay focused, on task, and find
satisfaction in my work if I followed
through with my activity.

It is always helpful for me
to get out of my own
head, which the activity
helped me to do. When
that happens I am able to
focus on the product of
interpreting itself, instead
of allowing my
insecurities and doubts to
get in the way.

P4 (17/18)

I feel a little better about my work
productivity. I have taken more time
within the past four weeks to analyze and
reflect on my work. I think that this has
helped me recognize my strengths while

Yes

71

also making me more self-aware of what I
need to improve.
P5 (25/26)

Pretty good

About the same

P6 (27/27)

The mindfulness practice helped me to
just calm down and helped me to just
appreciate where I'm at in my skills, and
not be too hard on myself in my weak
areas. My other practice of watching ASL
videos to help improve my receptive did
not improve really, but I am kinder on
myself after the mindfulness practice. So
that's good.

I don't think my product
has improved, but my
patience and grace with
myself has. And that will
help in the long run.

P7 (19/24)

I have been better able to accept that I
cannot be responsible for the actions of the
parent. It isn't any easier, on my heart. My
mind understands the situation.

Yes, as above.

P8 (26/28)

Good!

about the same

P9 (26/26)

I forgot to look and do any of the
exercise...but I still feel great!!

In some ways yes.

P1 is the participant who had a greater increase in work-esteem as measured
through the modified Rosenberg scale with scores of 18/28. In Q#10, for productivity, P1
stated “it’s been great”; then we have for Q#17 for product “no change.” P1 did not feel
that their product had transformed in any way from the beginning of the 4 weeks to the
end, but their productivity “it’s been great.” The statement about productivity, one could
assume that product improvement over the 4 weeks would take place with the answer that
was provided in Q#10. In P1’s perspective their product did not improve. P1’s W.E score
did go from 18 from Q1 which is mid-level work-esteem to 28 in Q2 which is high-level
of work-esteem. Perspective could very well why P1 had the response “no change” for
Q#17.
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P2 felt “good” within their response for productivity, so being satisfied about
productivity is a positive response in nature. The product response for P2, they “do in
certain areas” feel their product did improve but only in specific areas. Having a workesteem score of 23/26 puts P2’s scores at a mid-high level of work-esteem, but they were
still able to improve. That improvement was reflected in the results of the W.E. scores.
P2’s responses held no negative words within either Q#10 or Q#17. Both responses are
positive and a good beginning to work-esteem improvement for P2, even though they
have a higher work-esteem to begin with; for P2 improvement was still able to take place.
P3 stated several benefits from doing the activities during the four weeks on
Q#10, such as: noticing a difference when they took a time to pause compared to not,
easier to focus on their task and were able to find more satisfaction within their work.
Q#17 for product they had a response that would reflect the answer given in Q#10 for
productivity. P2 stated, it is always helpful to get out of one’s head, focusing more on the
product and interpreting that was being produced, that is when doing the activities within
the 4 weeks. When P3 did not do the activities a difference within productivity was
present and also insecurities and doubt getting in P3 way in their head while producing an
interpretation—which leads to more negative thinking.
P4’s was “little better” for productivity by taking more time to analyze and reflect
on their work. Also, by focusing on doing activities during the four weeks it helped them
be able to recognize their strengths and making them self-aware of areas in need of
improvements. Productivity for P4 was improved slightly where they started at the
beginning of the four weeks before doing the activities. Product response was “yes”, the
responses are not opposite of each other, but they differ in the strength of perspective
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from P4, with productivity being slightly improved over the four weeks compared with
product being improved in the four weeks. P4 work-esteem score was 17/18, so that is a
mid-level work-esteem. The increase within the W.E score only shows +1-point
difference.
P5 had simple responses but are opposite of each other. Productivity being “pretty
good” and product being “about the same.” P5 is of a high-level of work-esteem
according to their score of 25/26, so during the four weeks of activities their productivity
was perceived as increasing and their product not increasing or nearly close to where they
started four weeks previously. P5 score reflects the “about the same” response with only
a +1-point difference.
P6 is a great example of having high-esteem level to start this research, and still
able to benefit from doing the activities that P6 participated in. P6 W.E. score did not
change with a score of 27/27; however, they felt this process did help with their
mindfulness practice and being kinder to themselves, not only for their productivity but
for their product even through P6 perceived no improvement within their work product.
P7 was able to better accept matters that could not be in their control or
responsibilities and by doing the activities were able to allow for their mind to be more
able to understand the choices of others, even if those choices still impact the interpreter.
P7 believed also that their product improves after the four weeks. P7 was in the mid-level
W.E. score to start with in Q1 and with Q2 mid/high-level more in the high compared to
the mid-level. By doing the activities they were not only able to increase their W.E. score
by +5-points, but an improvement with their mindset.
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P8 like P5 gave simple responses and basically had the same responses as each
other. Productivity being “Good!” and product being “about the same”. P8 W.E. score
was an increase of +2-points and was 26/28 for both Q1 and Q2, putting P8 in the highlevel for work-esteem. P8 had some increase and improvement in this process of doing
the activities for four weeks. Lastly P9, analysis cannot happen in this portion due to the
fact of lack of participation in doing the activities within the 4 weeks which was an
important part of the research.
Participant Responses: Improved Work-esteem
Question 14: Do you feel improved in your work-esteem after these 4 weeks?
The underlined areas are the words/phrases that will be analyzed more in-depth.
Each participant is labeled by the response they gave, along with their work-esteem
(W.E.) score.
Table 14
Participant Reports of Improved Work-esteem
•

P8 (26/28)-about the same.

•

P7 (19/24)-Yes, more focus on what I am really able to do.

•

P3 (16/20)-I feel like I am able to approach my work with a clearer and more
stable mindset after I have done my activity. That helps me to take a more
objective view of my work and separate who I am from my work.

•

P2 (23/26)-I do. Less stress related to COVID, more in person interpreting, and
more sunshine have led to a more positive feeling. I was pretty positive before,
but now even more so.

•

P9 (26/26)-I don't feel a difference (again, lack of participation, my bad)

•

P5 (25/26)-About the same

•

P1 (18/28)-no change

•

P6 (27/27)-Yes I feel improved in that I am kinder on myself. I have utmost
respect for what I do, I have to just be kinder on the weak areas.
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•

P4 (17/18)-I want to say yes, but I am not totally sure. Sometimes I will feel
really good after doing some self-analysis, but then I will team with someone
and wish that my work was as good as theirs.
P1 reported “no change,” but their work-esteem score showed the biggest increase

out of all the participants who did the questionnaires. P1 believes they have not in any
degree had any improvement within their work-esteem after the four weeks, but clearly,
they did. Growth happened but was not noticed, acknowledged, or accepted.
P2 made a few statements within their response that supported the idea of
improving work-esteem in the 4 weeks of activities done by the interpreter. We can see
that growth took place and work-esteem was increased for the participant. For P2, they
felt a difference in their time before the four weeks and after the four weeks.
P3 also was a participant that had a positive experience with this research. P3’s
responses demonstrate that being able to have the tools to approach the work we do is
important: It can help provide a clearer and more anchored mindset. Getting out of our
own way is important in becoming more solid in who we are and the work we produce.
P4 has some hesitation that is taking place within their reply with wanting to say
yes to having improved their work-esteem in the four weeks but is unsure if there was
improvement or not. P4 did experience growth with the work that took place during the
four weeks, but then started to second guess themselves with comparison to other
interpreters. Another comment within P4’s response was that of teaming with someone
“and wish that my work was as good as theirs.” Hunt (2020) suggested, “Experts are
plagued by low self-esteem as they compare themselves over and over again with people
who have better training pedigree, academic profile, or mix of letters after their name” (p.
288). The only person that we need to compare to is ourselves. As Hunt stated, we can’t
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compare with someone else because their training and background is different; so,
comparison is impossible.
P5 was “about the same” with their response, but also with their work-esteem
score, which is consistent. Also, P5 has a higher work-esteem score, so for the participant
“about the same” fits their level of work-esteem level.
P6 experienced an improvement in themselves, which is great. Their work-esteem
score didn’t reflect that improvement, but because of them having a higher work-esteem
score it might not show because they may not be impacted greatly with lower workesteem. This process gave them the opportunity to improve the positive skills that they
already possessed within themselves.
Another positive result was from P7 response and with their W.E. score. They had
an increase by 5 points. That increase within their work-esteem allowed for more focus to
take place within their work.
P8 is another participant that felt “about the same” with this process of increasing
work-esteem. P8 started out with a higher work-esteem score and increased by 2 points.
They are still in a higher range of work-esteem (P8, 26/28). P9 did not fully participate in
the activities and their score is remains unchanged, but they also have a higher range of
work-esteem (P9, 26/26), but unfortunately not able to provide any analysis for this
question with P9.
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Question 38: Do you feel that your work-esteem is impacted by the outcome of a job
situation?
Figure 26
Self-esteem Related to Job Situation

As shown in Figure 26, 33.3% of the participants answered “No” believing that workesteem is not impacted by the outcome of the jobs they do. Alternately, 66.7% believe
“Yes” that job outcomes do in fact impact their work-esteem. In the following question
#39 within the questionnaire, the participants who thought “Yes” were asked to explain
their yes response. Discussion at the end of the box that holds the response and will be on
the underlined areas within the responses.
Question 39: If yes to 38, please explain.
Table 15
Explanation of Work-esteem Factors
•

It really depends on the job. There are times when the outcome is dependent on
factors outside of my control. In that case, my work self-esteem is not impacted.
If the factors are within my control (e.g., I didn't prepare appropriately) than it
would impact my self-esteem (and hopefully impact me to behave differently).

•

It is hard not to feel like there is something personally wrong with you if there is
miscommunication between consumers, because communication is our job. I
have to remind myself sometimes that I could have done the best job I have ever
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done and there still might be misunderstanding between people.
Miscommunication and misunderstandings happen in direct, same language
conversations. Why shouldn't it happen in translated communication?
•

A bad job leads to icky feelings, a good job leads to good feelings...and platform
work is such a rush, good or bad.

•

If we have a bad day at work, it's normal for it to affect our mood.

•

A little bit affected. I know one bad assignment doesn't make me a bad
interpreter. I have to just remember that, and move on.

•

If a job situation does not go smoothly I tend to feel less confident in my
interpreting skills overall. I will reflect on what happened, think about what I
could have done differently, and sometimes I will start to second guess other
jobs that I previously thought had gone at least okay.
This question explores whether the participants feel their work-esteem is impacted

by the outcome of the job/situation (Table 15). First, what impacts their work-esteem:
factors that are within their control, miscommunication that may occur, ‘icky’ feelings
from a job that had a negative outcome, just a bad day at work, not going smoothly,
reflecting on job situations that had a negative or “bad” outcome—which leads to second
guessing.
Within any job situation, there are factors that can be in our control and factors we
can’t do anything about, like the participant stated. Factors that are within our control
should be thought of learning experiences if they don’t turn out the way we hoped. It can
also be an opportunity to improve our toolbox to better improve the factors within our
control next time. We can feel bad for miscommunications that take place because
“communication is our job,” but we often forget that miscommunication is part of
communication, and it happens. If we do our due diligence in our work, then we should
know what miscommunication is on us or just a miscommunication between those who
are having the encounter.
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Another thing that came up in that participant’s answer was “personally wrong
with you if there is miscommunication.” This is one of the points of this research:
Interpreters need to be able to separate personal feelings and self-esteem from work
feelings and work-esteem. Our “job” doesn’t define who we are and if we are personally
wrong or right. That is why it is somewhat important to have a strong knowledge of who
we are both professionally and personally so that there can be a clear separation of work
and life. Not every job situation will go smoothly—so to have developed a plan to cope
with those bad days and outcomes the hope is to lessen the impact on our esteems. Yes,
we will also second-guess ourselves; but what tools will we use to process the decisions
that were made? That is where we develop our plan of implementation to improve the
areas that need to be focused on, which will improve overall work-esteem and selfesteem.
Question 40: When you self-analyze your own work in depth and/or receive feedback
from a colleague, do you feel that impacts your work-esteem?
Figure 27 shows the same percentages here as in question #38. Self-analysis and
feedback from colleagues in depth, does it have an impact on work-esteem, 33.3%
answered “No” it does not have any impact on their work-esteem while the other 66.7%
said “Yes”. Those who answered “Yes” were asked to explain further in question #41
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Figure 27
Work-esteem after Feedback

Question 41: If yes to 40, please explain.
Table 16
Work-esteem after Feedback
•

Again, it depends very much on the situation. It might impact my self-esteem in
a positive way, if the feedback was positive.

•

It helps me grow and improve

•

Usually analyzing my work by myself or with a colleague increases my workesteem, helping me to look at the facts of the work instead of the feelings that
the job may have caused.

•

Some times...depends on the error or feedback noticed...but in general no.

•

I look for where I was off with fingerspelling or acronyms and how I could’ve
prepared better.

•

It affects me a little, in that when I don't see my receptive skills improving it's a
bit discouraging. But I stick with the practice of watching videos anyway.

•

If I receive positive feedback and/or I feel positively about my work after
recording it, then I feel better about myself and my skills as an interpreter. The
opposite is also true if I receive negative feedback or feel negatively about my
work.
When it comes to feedback (see Table 16) most of the participants noted how it

helped them improve with their work in some aspect and become better interpreters. One
participant stated, “looking at the facts of the work instead of the feelings,” which is that
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important objectiveness that is needed in the job to keep from getting hurt feelings. Also,
the responses illustrate the need for outside-yourself feedback to evaluate where we need
to focus on in our work. Alone, we most likely won’t see improvements because we
know our flaws and we are harder on ourselves. Therefore, working with others can help
develop skills in our work but also within our interpersonal relationships.
Question 42: Do you think that your perception of your work impacts your workesteem, thus the outcome of your work?
Figure 28
Perception of Work Affecting Work-esteem

Figure 28 shows 11.1% selecting “No” and 88.9% “Yes” for the interpreter’s
perception of their work impacts their work-esteem, then ultimately the outcome of the
work. Again, with this question, those who chose “Yes” were asked to explain. This chart
is an interesting comparison with Q#38, where 66.7% chose ‘yes’ with work-esteem
impacting work outcomes. Q#42 is asking if perception of the work impacts work-esteem
thus the outcome of the work, and 88.9% answered “yes.” Below we see the responses
from the participants who choose yes.

82

Question 43: If yes to 42, please explain.
Table 17
Explanation of Work Affecting Work-esteem
•

Again, context dependent. If I perceive my work to be effective, then my workesteem might improve.

•

It improves as my real perception of my work is understood.

•

I am my own worst critic, believing the worst about my work because I know my
flaws and mistakes intimately. Believing the worst about my work has often
affected my work-esteem and the outcome of my work. Time and experience as a
professional interpreter, as well as input from other interpreters, has helped me
to practice the habit of believing the best of my work and my capabilities.

•

If I am not satisfied with my work, my work-esteem is not up to par, which
means it affects how I interpret and interact with my peers. If I change that
perception and am satisfied with work, it is easier to get up in the morning, to
chat with peers, to do prep, to set up the videos, and to interpret.

•

Feel good, look good, less second guessing. "Oops i missed that" more self
critical. Hard to shake

•

If I have a good attitude about my profession and want to represent the agency or
the profession well, I will do my best to leave a good impression and that
follows my reputation.

•

The more confident you are, the less you second-guess yourself, and the more
natural it will feel/look

•

I think that if I have low work-esteem it will impact the outcome of my work
because consumers will respond to the level of confidence they see an interpreter
has in their work. If I do not seem confident in my own work, consumers are
going to trust me less. If I notice this lack of trust, then that would affect how I
interpret for them. Of course, the opposite is true as well.
The important things that came from these responses (see Table 17) are:

perceiving work effectively might improve work-esteem, gaining a real perception of the
work, we are our own worse critics and those perceptions can impact not only the
outcome of work situation but to our work-esteem, feedback from others help see work
and capabilities in a clear perspective, good attitude and quality work leave a good
impression and follows, more confidence leads to less second-guessing and work looks
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more natural, lower work-esteem impact not only outcome but consumer’s trust and
confidence in the interpreter, and also if we are confident with ourselves and skills; the
consumer will likely have trust and confidence with the interpreter’s work that is done
from them.
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CHAPTER 5: CONCLUSION
Limitation of Study
There are limitations in this study. Not every question was answered by every
participant. There was a limited pool of participants (19 originally started to participate
and only 9 completed the study). There was a short focus time limit for the study, four
weeks. There was some confusion on answering some of the questions given; due to
some participants stating so within the comment sections, those questions were not used
in the result section.
Implications
The implications for this study are that active work/self-development and
improvement can lessen work-esteem and self-esteem both. This will improve the quality
of interpreters’ work product, work interpersonal relationships, lessened horizontal
violence within the field and within our own selves. Work-esteem is being introduced to
the field of interpreting; it can only grow from here with the impact that it can have
within the field. Within this research, I only scratched the surface of how work-esteem
can affect the work we produce and how we produce it, how we interact with people with
low work-esteem and even high work-esteem can be destructive to those around us and
the work we do; so, balance is what is needed. Maslow’s theory is about balance within
all levels with life and it is important to be satisfied in the levels within the pyramid, so
we can be satisfied within ourselves as human beings and as interpreters. Many of the
topics that I touched on have been studied individually within the field of ASL/English
interpreting, by bringing focus to work-esteem within interpreting we bring focus to what
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can affect all those areas that have already be studied by previous researchers and
providing a connection that we can work on developing and improving to influence areas
such as: our self-esteem, confidence, perception and outcome within our work,
interpersonal relationships, working on losing the expectation of perfection, horizontal
violence, our authenticity development and worth, having mental and moral strength and
working on self-care and work-care to better balance who we are as these messy,
imperfect, and real human beings. Just showing up to work doesn’t cut it anymore. We
need to put in more effort and work into developing who we are as interpreters, balancing
our esteems, and contribute to a positive influence within our field. No one is better than
another; we are all part of a profession that is needing more acceptance than oppression,
more realness than fakeness, and more balance than unbalance. We can foster that with
working on ourselves inwardly first so we can then outwardly influence and foster the
profession around us.
Recommendation
Future research is needed to fully prove the theory of work-esteem; this small
study just illustrated that work-esteem is a possibility. A longer study is needed—for
example six months, one-year, or even a five-year study. Longer studies are important
because of the results of this four-week study and the possible impact it can have on the
whole interpreter (personal and professional) and the future for the interpreting field. A
deeper dive into professional identity in connection with work-esteem and the parallels
within both. Future research could explore the difference between productivity and
product of interpreting work and dive deeper into those for interpreters. Also highlighting
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the self-verification theory in research on interpreters seeking validation for their work
would be an interesting study to accomplish within the ASL/English interpreting field.
Conclusion
Work-esteem can be improved, and we can feel better about our work and who
we are. We just need to devote time to self-care and work-care, but most of all devote
time to us. Taking care of ourselves can allow us to help be able to do the work that we
do. This research started out to find out if there was anything that I, as the researcher,
could do to better how I felt about my work and about myself. I am grateful to have gone
down this path of discovery, not just for me but what it can contribute to the interpreting
field.
The research questions that started this journey were: Why should we as
interpreters care about our work-esteem? How can our work-esteem possibly affect what
we do? Our work is a big part of our adult lives, and we have two main areas that we
work on within ourselves, work and personal. Self-esteem encompasses the aspects of our
personal part of life, and work-esteem relates to our professional part of life. Workesteem and even self-esteem have become more involved than originally planned within
this research but could possibly go on and on with all the information and results. For us
as interpreters and human beings, it is important to have balance in a healthy way with
our esteems. Being at a balanced work-esteem level will allow us to have higher quality
in the work that we produce; it may also improve the interpersonal relationships and
community that we work with and serve. In taking time to develop our toolkits for
ourselves, we can be able to utilize the tools learned with handling the messiness of
human life that interpreters are very much a part of.
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Life needs ebbs and flows within the periods of our lifetime, as acknowledged by
Maslow, and those needs are different for each and every one of us. In developing a plan
of action for development and improvement, we need not do it alone, others are around to
support, if only we ask for the support. By taking a hard look at what we need to help
ourselves, we can then start fully being present and able to serve those we work with. We
also don’t know what others have been through or are going through in their lives, so
treat everyone with understanding and kindness.
Work-esteem is not just perception or only outcome, it is both. Our perception has
an impact on not only those we work with but also the outcome of the work we do. “We
see the world, not as it is, but as we are or, as we are conditioned to see it” (Maffia, 2014,
p.16). We can access multiple perspectives by utilizing tools such as
supervision/reflective practices, debrief conferences with team members, and feedback
from outside ourselves. Perception and outcome are intertwined with each other and can
very much impact the work we produce, those we work with, and ultimately ourselves.
Interpersonal relationship is another aspect of work-esteem that came out as important
within the research and results, specifically within the comparison of Q#10 and Q#17.
Horizontal violence is a big issue within our field and horizontal violence starts with
people. This may be us, personally, or others lashing out because of having a lower
esteem view of ourselves, because of wanting those we work with to feel just as bad, so
we put them down to make ourselves feel better. We need to support, not tear down,
those around us, including ourselves. We need to help the gap get smaller between the
novice interpreters and seasoned interpreters. It should not be sink until you can swim;
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we are not the sharks that eat them alive. Let’s be the buoys in the water helping to hold
them up.
Imperfection is beautiful and messy; that is essential to being human, and that is
what we all are. Perfection is not a standard that needs to be strived for; we are mastering
imperfection, and we all need to learn to accept that. Mastering is what we are doing
when we are learning and growing. It takes practice, time, dedication, and patience to
master something. We need to master who we are and work toward letting go of the
imposter syndrome and stepping into being our true authentic selves. Mastering being our
true authentic selves is not going to be an overnight change it will take more than weeks,
maybe years to work on this, maybe even our whole lives; but as we work on being true
to ourselves first, maybe we can start being true to those we work with and serve. This is
a process of love, not only for our work, but love for who we are and who we can become
in this messy, imperfect world that we all belong to. We are worth more than we feel, and
it can be a struggle to get out of those moments where we cannot see ourselves clearly,
but it can be done with work that we put into ourselves as interpreters and as human
beings. Let’s take ownership of the work we do to balance ourselves in the parts of our
lives, no one else can do it for us; support us through the work, yes, but not do the work
for us.
Self-care and work-care are two very important parts of what we need to do for
obtaining balance within ourselves personally and professionally; but also, by caring for
both parts of our lives we can influence those around us to care for themselves too. Lead
by example. Let’s make self-care and work-care habitual in our professional and personal
development. Allow yourself to brave it, ‘till you make it!
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APPENDIX A: CONSENT FORM WITH Q1
Work-Esteem in the field of Interpreting: Consent Form (First Page of Questionnaire)
Dear Colleague,
My name is Katrina Wadsworth, I am a graduate student at Western Oregon University
under the supervision of Amanda Smith. I am conducting research to collect data on
work-esteem in ASL/English interpreters, looking at both urban and rural communities of
interpreters trying to see if there is any relationship between lower work-esteem
depending on where the interpreter is living. The focus of this research is self-esteem in
the workplace, which in this research I will be referring to it as work-esteem. I would like
participants to fill out questionnaire before doing activities that will improve your workesteem (which you will be in charge of picking what is right for you and that can benefit
you the most). After 4 weeks in doing the activities of your choice, I would like you to
take this questionnaire again. The goal for that is to measure any difference in workesteem in you, the interpreter, and see if location has any correlation to lower workesteem in interpreters. The results of the data collected will be used in my master’s thesis
and maybe in presentations and even published. The benefit of participation in this
research will be to further the study of work-esteem in the interpreting field. My hope is
that this research will lead to interpreters finding better ways for them to increase their
own work-esteem which will produce a better interpretation.
I am inviting you to participate in this research, by taking this online questionnaire. When
accessing the questionnaire, you are indicating that you are willing to participate in this
study. The questionnaire will take about 20-30 minutes to complete.
You are free to withdraw from the study at any time because your participation is
voluntary. To withdraw, simply close the questionnaire without submitting your answers
and your answers will not be recorded for the data collected. If you withdraw from the
study, you will not be penalized in any way.
To participate in this study, you must be 18 years of age or older. You must be a
practicing ASL/English interpreter or a student in an interpreting training program.
The risks of participating in this questionnaire are minimal, if any. Your responses will be
collected anonymously, so no personal information will be collected or shared. I as the
researcher will be the only person to have access to the data collected, and it will be
saved in a password protected laptop in a secure location. Please close out of the
questionnaire if at any time you’re feeling uncomfortable in continuing or you may
choose not to answer some of the questions.
If you have any questions or concerns regarding my research, please contact me, Katrina
Wadsworth, via email at kwadsworth1@mail.wou.edu or my graduate advisor Dr. Elisa
Maroney at maronee@mail.wou.edu. If you have any questions about your rights as a
participant in this study, or placed at risk, please reach out to the Chair of the Institutional
Review Board at their number 503-838-9200 or at their email irb@wou.edu.
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Thank you for your time and consideration in participating in my study,
Katrina Wadsworth
Master of Arts in Interpreting Studies-Student
Western Oregon University
Demographic Questions
Work-Esteem Questionnaire

How many years have you been an ASL/English Interpreter? *
Are you a working interpreter? (if yes, please put down: working) or a student in an
interpreter training program? (if you are a student, please indicate your year in the
program). *
Which community do you feel you belong to? *
Which community do you feel you work in? Choose all that apply. *
What is your education level? *
What certifications if any do you hold? *
In what setting do you work? (list most often to least often) *
In which state do you reside in? *
In which town/city do you live in? *
Do you work and live in the same town/city or area? *
How far do you drive to your work assignment(s)? *
Work-Esteem Questionnaire
Questions are Likert scale or long answer
I feel that I am an interpreter of worth, and on an equal plane as other interpreters. *
As an interpreter I feel that I have many positive qualities. *
All in all, I am inclined to feel that I am a lousy interpreter. *
I am able to interpret as well as other interpreters. *
What, if anything, disappoints you in the field of interpreting? *
As an Interpreter, I feel that I have many positive skills. *
On a whole, I am satisfied with my career as an interpreter. *
When were you the best self at work? *
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I wish I could have more respect for the interpreting work I do. *
I certainly feel useless at times in my career as an interpreter. *
At times I think I am no good at all as an interpreter. *
When were you growing at work? *
I feel where I live affects my ability to connect with other interpreters. *
Where I live makes it hard for me to attend professional development in-person
workshops? *
When were you growing and developing to your full potential in the context of work? *
Where I live, I feel isolated from those in my profession. *
How do you work under pressure? *
I have plenty of professional development opportunities within driving distance, when
offered. *
When were you validated by others? *
I feel supported by the interpreters I work with. *
If needed, there are those I can turn to for guidance within my profession. *
When did you feel really good at work? *
How confident do you feel in your interpreting work? *
How often have you felt positive about your mental health while working as an
interpreter? *
What can other interpreters learn from you? *
How often do you feel valued as an interpreter? *
What would other interpreters say about you? *
How well do you get along with other interpreters? *
How fulfilled do you feel in your role as an interpreter? *
How respected do you feel in your role as an interpreter? *
What would consumers say about you? *
When were you engaged in virtuous action at work? *
What would you say about yourself? (Be Honest) *
Do you feel that your work self-esteem is impacted by the outcome of a job situation? *
If yes to 38, please explain.
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When you self-analyze your own work in depth and/or receive feedback from a
colleague, do you feel that impacts your work-esteem? * If yes to 40, please explain.
Any additional comments and/or feedback?
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APPENDIX B: Q2 MODIFIED QUESTIONS
Work-Esteem in the field of Interpreting
Work-Esteem Questionnaire
1. I feel that I am an interpreter of worth, and on an equal plane as other interpreters. *
2. As an interpreter I feel that I have many positive qualities. *
3. All in all, I am inclined to feel that I am a lousy interpreter. *
4. I am able to interpret as well as other interpreters. *
5. What, if anything, disappoints you in the field of interpreting?
6. I feel I do not have much to be proud of in my interpreting career. *
7. I take a positive attitude towards the interpreting work I do. *
8. As an Interpreter, I feel that I have many positive skills.
9. On a whole, I am satisfied with my career as an interpreter. *
10. How do you feel about your work productivity after these 4 weeks?
11. I wish I could have more respect for the interpreting work I do. *
12. I certainly feel useless at times in my career as an interpreter. *
13. At times I think I am no good at all as an interpreter. *
14. Do you feel improved in your work-esteem after these 4 weeks?
15. I feel where I live affects my ability to connect with other interpreters? *
16. Where I live makes it hard for me to attend professional development in-person
workshops? *
17. Do you feel that you improved your work product over the last 4 weeks?
18. Where I live, I feel isolated from those in my profession. *
19. Where I live, I feel connected to other interpreters. *
20. When focusing and improving your work-esteem did it help you work under
pressure?
21. I have plenty of professional development opportunities within driving distance,
when offered. *
22. I feel very involved in my professional community.
23. Do you feel that you need validation by others?
24. I feel supported by the interpreters I work with.
25. If needed, there are those I can turn to for guidance within my profession.
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26. Did working on improving work-esteem help you feel really good at doing your
work?
27. How confident do you feel in your interpreting work?
28. How often have you felt positive about your mental health while working as an
interpreter?
29. What can other interpreters learn from you?
30. How often do you feel valued as an interpreter?
31. What would other interpreters say about you?
32. How well do you get along with other interpreters?
33. How fulfilled do you feel in your role as an interpreter?
34. How respected do you feel in your role as an interpreter?
35. What would consumers say about you?
36. How do you feel after working on improving your work-esteem? And how has it
impacted your work?
37. What would you say about yourself? (Be Honest)
38. Do you feel that your work self-esteem is impacted by the outcome of a job
situation? *
39. If yes to 38, please explain.
40. When you self-analyze your own work in depth and/or receive feedback from a
colleague, do you feel that impacts your work-esteem? *
41. If yes to 40, please explain.
42. Do you think that your perception of your work impacts your work-esteem, thus the
outcome of your work? *
43. If yes to 42, please explain.
44. Any additional comments and/or feedback?
45. Please track and report the following at the end of the 4 weeks: Activities, Date, and
Length of Time (how long you participated in the activities). ***This will be used after
taking the second questionnaire after the 4 weeks. Thank you!
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APPENDIX C: ROSENBERG SELF-ESTEEM QUESTIONNAIRE AND SCALE
Rosenberg Self-Esteem Scale (Rosenberg, 1965)
The scale is a ten item Likert scale with items answered on a four point scale from strongly agree to strongly disagree. The original sample for which the scale was
developed consisted of 5,024 High School Juniors and Seniors from 10 randomly
selected schools in New York State.
Instructions: Below is a list of statements dealing with your general feelings about
yourself. If you strongly agree, circle SA. If you agree with the statement, circle A. If you
disagree, circle D. If you strongly disagree, circle SD.
1. On the whole, I am satisfied with myself.

SA

A

D

SD

2.* At times, I think I am no good at all.

SA

A

D

SD

3. I feel that I have a number of good qualities.

SA

A

D

SD

4. I am able to do things as well as most other people.

SA

A

D

SD

5.* I feel I do not have much to be proud of.

SA

A

D

SD

6.* I certainly feel useless at times.

SA

A

D

SD

equal plane with others.

SA

A

D

SD

8.* I wish I could have more respect for myself.

SA

A

D

SD

9.* All in all, I am inclined to feel that I am a failure.

SA

A

D

SD

10. I take a positive attitude toward myself.

SA

A

D

SD

7. I feel that I’m a person of worth, at least on an

Scoring: SA=3, A=2, D=1, SD=0. Items with an asterisk are reverse scored, that is,
SA=0, A=1, D=2, SD=3. Sum the scores for the 10 items. The higher the score, the
higher the self esteem.
The scale may be used without explicit permission. The author's family, however, would
like to be kept informed of its use:
The Morris Rosenberg Foundation c/o Department of Sociology University of Maryland
2112 Art/Soc Building; College Park, MD 20742-1315
References with further characteristics of the scale:
Crandal, R. (1973). The measurement of self-esteem and related constructs, Pp. 80-82 in
J.P. Robinson & P.R. Shaver (Eds), Measures of social psychological attitudes.
Revised edition. Ann Arbor: ISR.
Rosenberg, M. (1965). Society and the adolescent self-image. Princeton, NJ: Princeton
University Press.
Wylie, R. C. (1974). The self-concept. Revised edition. Lincoln, Nebraska: University of
Nebraska Press.
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APPENDIX D: WORK-ESTEEM MODIFIED QUESTIONS

9.

On a whole, I am satisfied with my career as an interpreter. (1)

13. At times I think I am no good at all as an interpreter. (2*)
2.

As an interpreter I feel that I have many positive qualities. (3)

4.

I am able to interpret as well as other interpreters. (4)

6.

I feel I do not have much to be proud of in my interpreting career. (5*)

12. I certainly feel useless at times in my career as an interpreter. (6*)
1.

I feel that I am an interpreter of worth, and on an equal plane as other interpreters.

(7)
11. I wish I could have more respect for the interpreting work I do. (8*)
3.

All in all, I am inclined to feel that I am a lousy interpreter. (9*)

7.

I take a positive attitude towards the interpreting work I do. (10)
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